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PARTE
Naval Facilities Engineering Command
For Period Covering October 1, 2011 to September 30, 2012

EXECUTIVE SUMMARY
NAVFAC Mission and Mission-related functions

The overall mission of Naval Facilities Engineering Command (NAVFAC):

“NAVFAC is the Systems Command that delivers and maintains quality, sustainable facilities,
acquires and manages capabilities for the Navy’s expeditionary combat forces, provides
contingency engineering response, and enables energy security and environmental stewardship.”

NAVFAC’s Strategic Plan (2010-2017) states as one of NAVFAC's four goals, “Develop
comprehensive and systematic processes to hire develop, retain and plan for succession of a
diverse, technically competent and responsive workforce.” NAVFAC's Strategic Plan (2010-
2017) can be found at the end of the report.

Led by the Chief of Civil Engineers, NAVFAC manages the planning, design, construction,
contingency engineering, real estate, environmental, and public works support for U.S. Navy
shore facilities around the world through a network of regional and local offices that employ
16,276 civilian employees, including direct and indirect-hire local nationals.

NAVFAC is comprised of 16 separate component commands located throughout the world.
These include:

NAVFAC HQ (Echelon IT)

NAVFAC Pacific (Echelon III)

NAVFAC Atlantic (Echelon HI)

Navy Facilities Engineering Service Center (NFESC) (Echelon III) — See note
Navy Facilities Expeditionary Logistics Center (NFELC) (Echelon III) — See note
Navy Crane Center (NCC) (Echelon III)

NAVFAC Mid-Atlantic (Echelon IV)

NAVFAC Washington (Echelon IV)

NAVFAC Southeast (Echelon IV)

NAVFAC Southwest (Echelon 1V)

NAVFAC Midwest (Echelon 1V)

NAVFAC Northwest (Echelon IV)

NAVFAC Europe Africa Southwest Asia (Echelon I'V)

NAVFAC Hawaii (Echelon IV)

NAVFAC Marianas (Echelon IV)

NAVFAC Far East (Echelon [V)

Note: NFESC and NFELC became Naval Facilities Engineering and Expeditionary Warfare Center (NFEXWC) on September 20, 2012. Since
the change became effective ten days before the new fiscal year, this report will report NFESC and NFELC separately.



Reporting to the Echelon IV Commands are a total of 102 field offices, consisting of Public
Works Departments (PWD), Officer in Charge of Construction Offices (OICC) and Resident
Officer in Charge of Construction (ROICC) offices.

NAVFAC Workforce

The information in this report presents a snapshot by Race, National Origin (RNO), sex, and
disability of NAVFACs overall employment participation rates as of 30 September 2012 (in
comparison with the FY 2011 workforce and the Civilian Labor Force (CLF) rates). The
statistical data for workforce participation used in this report was obtained from the Department
of Defense Civilian Personnel Data Systems (DCPDS).

NAVFAC conducted its annual self-assessment against the MD 715 “Six Essential Elements” of
the Model EEO Program by comparing FY 2012 and FY 2011 with the current state of the
organization in order to determine FY 2012 accomplishments. Elements assessed were:
demonstrated commitment from the NAVFAC leadership; integration of EEO into
NAVFAC:s strategic mission; management and program accountability; proactive
prevention of unlawful discrimination; efficiency; and responsiveness and legal compliance.
Annual assessments of the “Six Essential Elements” including identifying strengths and
deficiencies and making corrections where warranted, ensures employees and applicants for
employment are serviced by NAVFAC EEO offices and receive services consistent with the
tenets of a Model EEO Program.

The major occupations employed by NAVFAC include engineers, contract specialists
engineering technicians, management and program analysts, electricians, and maintenance
mechanics. NAVFAC employs personnel in 15 professional communities including:
administration/corporate services, contracts, counsel, environmental, financial management,
information technology, public affairs, operations, inspector general, capital improvements,
public works, crane operations, asset management, expeditionary/contingency, and human
resources.

1. Strengths and Deficiencies of NAVFAC’s EEO Program (Note: deficiencies that were
addressed in FY 11 and FY12 are in blue ink).

NAVFAC is committed to creating and sustaining an environment that values diversity in the
workforce. Much effort and energy has been devoted to recruiting groups with low participation;
developing and expanding quality of work-life programs to support the workforce; and
developmental programs at all levels of the organization to ensure development and promotion
opportunities for all employees. The current plans for FY 13 describe actions that should correct
identification of deficiencies. The FY12 plans were revamped to focus on more vital areas of
concern as it relates to NAVFAC and DON.

The plans that were identified in last year's report will be discussed in this year’s report as closed
out or delayed to focus on more significant areas of concern in achieving a Model EEO Program.

a. Element A: Demonstrated Commitment from Agency Leadership: Requires the
agency head to issue written policy statements ensuring a workplace free of

2



discriminatory harassment and a commitment to equal employment opportunity; that
EEO policy statements have been communicated to all employees; and that the agency
EEO policy is vigorously enforced by agency management.

(1) Strength: NAVFAC senior leadership continues to be fully committed to
implementing and sustaining improvements to increase the diversity of its workforce.
A Senior Executive Service (SES) Champion was appointed for each Special
Emphasis Program to provide senior leadership for their respective groups.

(2) Strength: All component Commanders/Commanding Officers have re-issued current
EEO policy statements that are posted in NAVFAC buildings, on internal bulletin
boards, and on internal websites.

(3) Strength: Questions provided in EEOC’s MD-715 were used as a starting point in
the review of personnel practices, policies and procedures which are examined on a
regular basis and updated as need or required.

(4) Strength: Senior Leadership continues to attend and participate in annual diversity
conferences such as Black Engineer of the Year Awards Annual Conference (BEYA),
Society for Women Engineers (SWE) Annual Conference, and Society for Hispanic
Professionals and Engineers (SHPE) National Conference. Leadership also attends
job fairs at local diverse high schools to recruit apprentices and students to participate
in the Student Temporary Employment Program (STEP).

(5) Strength: An EEO Advisory Committee was established to ensure that senior
leaders and required stakeholders were involved in the employment, advancement,
and retention of all EEO groups, including individuals with targeted disabilities
(IWTD). One of the major functions of the Advisory Committee is to conduct barrier
analysis.

(6) Strength: A NAVFAC employee was nominated and selected for the prestigious
2012 Society of Mexican Engineers and Scientists (MAES) Award. This award
serves as an inspiration for future Hispanic students to pursue careers in the field of
science and engineering.

(7) Deficiency: None noted.

. Element B: Integration of EEQO into the Agency’s Strategic Mission: Requires that
the agency’s EEO programs be organized and structured to maintain a workplace that is
free from discrimination in any of the agency’s policies, procedures, or practices, and
supports the agency’s strategic mission; that the EEO Officer has appropriate authority
and resources to effectively carry out the program; that EEO has regular and effective
means of informing the agency head and senior management officials of the status of
EEO programs and are involved in and consulted on management and personnel actions
by the agency head; and sufficient human resources and budget are allocated to the EEO
program.



(1) Strength: One of the four goals that is paramount in NAVFAC’s strategic plan is to
hire, develop, retain and plan for the succession of a diverse workforce.

(2) Strength: Activity Commanders and Commanding Officers report that their EEO
Programs are in legal compliance with applicable regulations and laws. 1G reviews of
Echelon III and IV commands have continuously improved to support this report.

(3) Strength: All activities report that HRO/EEO Program Officials are involved and
engaged in personnel processes that positively impact the diversity of the workforce.

(4) Strength: The knowledge of NAVFAC supervisors was increased enterprise-wide by
providing a comprehensive NAVFAC DCO Supervisor Training which addressed
EEO laws/regulations, discrimination complaint processing, reasonable
accommodations, special emphasis programs, MD-715 and diversity.

(5) Deficiency: None noted.
Fhe deficiencies dentitied under Element Ban the Y E report have been corrected.

Element C: Management and Program Accountability: Requires the agency head to
hold all managers, supervisors, and EEO officials responsible for the effective
implementation of the agency’s EEO Program and Plan. EEOs and personnel must meet
regularly to assess whether personnel programs, policies, and procedures are in
conformity with instructions contained in EEOC and DON management directives. EEO
program officials are required to provide regular (monthly/quarterly/semi-annually)
updates to management and supervisory officials.

(1) Strength: NAVFAC leadership has developed and deployed a standard information
package/brief detailing special hiring authorities, reasonable accommodation
procedures, Alternative Dispute Resolution (ADR) processes, barrier analysis
procedures, and other aspects of achieving and maintaining a Model Program. This
standard package was deployed to all NAVFAC Commands in FY12.

(2) Strength: NAVFAC championed the EEO stand-up for the new HRO service
delivery system in EEQO organizational design, staffing structure and placements
involving coordinated training, job design and career management efforts to ensure
proper identification of service delivery and anticipate systemic issues with re-
organization; engaged servicing DEEOOs on improving the timeliness of complaints
and monitored the process management of the complaint processing system for
resolution attempts and more timely investigations.

(3) Strength: Improved communications with Echelon III and IV PR&P staffs and
servicing CNIC DEEEQO:s in the performance of EEO, reasonable accommodation,
discrimination complaints processing, special emphasis programs and EEO training in
in order to achieve a Model EEO Program

(4) Strength: Established all Special Emphasis Programs (SEP) by appointing two
Special Emphasis Program Managers (SEPM) for each SEP as well as a Wounded
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Warrior Program Manager for the purpose of conducting barrier analysis to identify
possible systemic forms of discrimination and barriers to equal employment
opportunity. All SEPMS conducted a thorough analysis of their respective areas and
briefed senior leaders on their findings.

(5) Strength: During FY 12 NAVFAC developed a comprehensive reasonable
accommodation (RA) process utilizing NAVFAC’s “Business Management System”
(NAVFAC BMS) which is the commands’ source for consistent business processes,
practices and resources. It provides a medium for sharing best practices and serves as
a foundation for improving performances across NAVFAC. In addition to consistent
business processes, it provides “one-stop” access for pertinent resources such as
regulations, templates, forms, and links to other NAVFAC tools. NAVFAC BMS
promotes efficiency and effectiveness by capturing best practices and making them
accessible NAVFAC-wide. The RA process also established a RA team comprised of
first level supervisors, HR specialists, RA specialists, Office of Counsel and other
staff as deemed appropriate. This RA process was posted on the NAVFAC portal and
was also made available to the workforce through a variety of other venues.

(6) Deficiency: None noted.
The deficiencies identified under Element C i the Y FT Report have beein corrected.

. Element D: Proactive Prevention: Requires that the agency conduct a self assessment
on at least an annual basis to monitor progress and identify areas where barriers may
operate to exclude certain groups. While some barriers are readily discernable, most are
embedded in the agency’s day-to-day employment policies, practices, and programs; this
includes recruitment, hiring, career development, completive and non-competitive
promotions, training, awards and incentive programs, disciplinary actions, and
separations.

(1) Strength: ADR was offered in 118 or 100% of the informal discrimination cases
filed.

(2) Strength: ADR was accepted in 55% of the cases in FY 12. This exceeds the
previous Navy rate of acceptance by 3.7%.

(3) Strength: NAVFAC continues to provide a flexible work environment to increase
and enhance opportunities for all employees. Telework and flexible work schedules
are key programs offered to employees.

(4) Strength: The NAVFAC MD-715 Report was improved by strategically aligning

the enterprise barrier analysis and the elimination of program deficiencies with DON
requirements.

(5) Deficiency: None noted.

The deliciencies wdenutied under Foement Y i the BY 1 Report have been corrected.



e. Element E: Efficiency: Requires that each agency shall assure that individual
complaints are thoroughly investigated; that a model EEO program must have an efficient
and fair dispute resolution process; and effective systems for evaluating the impact and
effectiveness of its EEO programs.

The deficiencies identilied under Element Fointhe FY T Report have been corvected.
(1) Strength: In FY 12, 100% of all merit decisions were handled in a timely manner.

(2) Strength: NAVFAC facilitated the success of the Command Managed Equal
Opportunity (CMEQ) program by providing oversight and support for the CMEO
Manager and Command Assessment Team in conjunction with the DEOCS survey
process.

(3) Strength: NAVFAC enterprise EEO training requirements were improved by
establishing an annual reporting system to ensure compliance.

(4) Deficiency: EEO investigations are not completed within the applicable prescribed
time frame. CNIC controlled HRO are at COL Level 4 and IRD investigator
vacancies.

(5) Deficiency: Reasonable resources for the discrimination complaint process to ensure
efficient and successful operation in accordance with 29 C.F.R. 1614.102(a)(1) are
not provided because NAVFAC is serviced by local CNIC HRO/EEO offices. CNIC
is at COL Level 4 resulting in insufficient resources to ensure timely processing of
complaints.

(6) Deficiency: Recruitment efforts and the analysis of those efforts have not been
tracked to identify potential barriers in accordance with MD-715 and DON standards
because applicant flow data has not been available. The Office of Personnel
Management USA staffing tool which is DON’s interim recruitment solution includes
the capability to track applicant flow data.

Overseetng the implemeniation of s new ERO service detivery snoded across the enterprise in
April 2003 will give ihie EEO Otficers (OO 101al responsibility Tor the establishiment and
maintenance ol o Model BREOY Progean ar the Command or Activity fevel This new serviee
debivery model s more streamlined with the service providers owaed by therr respective major
comuands. ensaring atignment and accountab:ity of the commund program. Fhis deficieney
can be corrected by provading oversight, direction and guidance and holding comumands
accountable for the eftective management ol their ELRO program and Tor ensuing that
mvestizations are completed within the applicable preseribed time frines, issuing HEO Program
score cards to commands bised on FY 13 progrim efforts and annual program status report
submissions, conducting on site vakidation visits. Requtring commands to provide
documentanon that they have conducted a thorough analysis of applicant How datao when 1t
becomes deploved m Y 13 duough the USA statting tool to identify potential barricrs



f. Element F: Responsiveness and Legal Compliance: Requires agencies to report to the
EEOQOC information concerning pre-complaint counseling, ADR, and the status,
processing and disposition of complaints under this part at such times and in such manner
as the Commission prescribes. This data is required on EEOC Form 462.

(1) Strength: The Command is in compliance with all EEO statutes and EEOC
regulations, policy guidance and other written instructions.

(2) Strength: Improved EEO program compliance (EEQO Scorecard) by conducting
validation visits to echelon III commands.

(3) Strength: Established site visits to echelon IV commands to learn more about
NAVFAC and to foster a relationship for the development of consistent EEO
programs from echelon II to echelon IV.

(4) Deficiency: None noted.

Ihe deficiencies idenafied under Element Fin the Y 11T Report have heen corrected.

g. Analysis of the FY 12 NAVFAC EEO Program
Affirmative Employment

(1) Strength: NAVFAC has increased its outreach efforts with affinity groups
initiatives. Affinity groups with low participation including: iHispano, Batanga
Network, Hire Disability, A Mighty River, Exell, Women's Professional,
BlackPlanet.com, VIBE Network, HBCU Connect, Monster.com, Military.com,
FACEBOOK, TWITTER, and MONSTER .com.

(2) Strength: NAVFAC participated in national diversity events, several local diversity
events, recruiting diversity events, and several Wounded Warrior career fairs.

h. Hispanic Employment Program

(1) Strength: NAVFAC had a large presence at the Society of Hispanic Professional
Engineers (SHPE), Mexican American Engineers and Scientists (MAES), Hispanic
Colleges and University Association (HCUA) events, Hispanic Engineer National
Achievement Awards Corporation Conference (HENAAC) and the Hispanic
Engineer Science, Technology and Engineering Conference. Senior Leadership
participated and spoke at annual Hispanic Conferences.

(2) Strength: A NAVFAC employee was nominated and selected for the prestigious
2012 Society of Mexican Engineers and Scientists (MAES) Award. This award
serves as an inspiration for future Hispanic students to pursue careers in the field of
science and engineering.



i. Individuals with Targeted Disabilities Program (IWTD)

(1) Strength: An EEO Advisory Committee was established to ensure that senior leaders
were involved in the hiring, advancement, and retention of all EEO groups, including
individuals with targeted disabilities (IWTD). One of the major functions of the
Advisory Committee is to conduct barrier analysis.

(2) Strength: The Special Emphasis Disability Program Managers conducted a detailed
and thorough barrier analysis of IWTD representation in the NAVFAC workforce and
briefed their findings and recommendations to other SEPM’s, EEO staff and senior
leaders in the enterprise. The SEPMs also identified initiatives to increase the
participation and retention of Wounded Warriors in the NAVFAC workforce.

(3) Strength: A Senior Executive Service (SES) Champion, the Executive Director for
NAVFAC was appointed for the Special Emphasis Disability Employment Program.
The major objective is to increase the employment of individuals with targeted
disabilities (IWTD). These senior leaders meet monthly and are responsible for
analysis of barriers and for identifying possible systemic forms of discrimination and
barriers to equal opportunity that may impede the participation of IWTD in the -
NAVFAC workforce.

(4) Deficiency: The deficiencies identified in the FY 11 Report have been corrected
however IWTD participation rate is below the DON goal of 2%. Several initiatives
and planned activities to address this deficiency include; increasing training initiatives
to decrease attitudinal barriers, re-surveying the work force requesting voluntary self-
identification of a disability, establishing a separate budget for funding RA requests
and soliciting input from major commands on how to set realistic hiring goals for
individuals with disabilities and IWTD. These instiatives are inclade i more detail in
Part 1ol thes MD-715 Report.

2. Plans to be implemented and accomplished during the upcoming year

In addition to continued active participation in annual conferences of groups with low
participation, NAVFAC continues to explore new opportunities for diversity in White, Black,
Hispanic, Asian, and Native American females; Black, Hispanic, Asian, and Native
American males, and individuals with disabilities. NAVFAC will continue to aggressively
concentrate resources to improve low participation rates and reduce barriers by focusing on
the following areas within the EEO Program, IWTD, Diversity, and Outreach categories:

a) Regularly brief the EEQO and other senior officials on the “State of the EEO Program”
covering all aspects of the EEOQ program. This would include an assessment of the
performance of the command in each of the six elements of the Model EEO program.
The CDEEOO will also brief the EEQOO on the MD 715 report progress of NAVFAC
echelon III and I'Vs commands. The briefing will include progress of barrier analysis
including any other barriers identified and if they have been reduced and/or eliminated.



b)

c)

d)

g)

h)

i)

i)

k)

)

Update Senior Leadership regularly at Business Management Board meetings, or other
key leadership meetings, on NAVFAC’s progress in the hiring and advancement of
IWTD and individuals from groups with low participation.

Continue the deployment of the “Introduction to Barrier Analysis” training course and
mandate completion by all supervisors as part of the existing mandatory EEO training for
supervisors. Continue to train PRP Staffs and supervisors throughout NAVFAC and look
for opportunities for an advanced Barrier Analysis training course for those PRP staffs
that have initially completed the basic course.

Continue providing ongoing training, guidance and communication to all employees and
supervisors on EEO programs and policies.

Continue with the newly implemented CDEEOO MD-715 Annual Validation Visits and
communication to improve EEO complaint processing. As part of the validation visits,
work with the servicing HR/EEO offices.

Continue to pursue qualified candidates at annual affinity conferences including the
Black Engineers of the Year Awards (BEY A) Conference, Society of Women Engineers
(SWE) Annual Conference, SHPE Conference, American Indian Engineers and Scientists
Annual Conference, National Society of Black Engineers (NSBE), and other affinity
conferences.

Continue to train and educate hiring managers in the use of the Schedule “A” appointing
authority when qualified candidates are found.

Continue to expand senior leadership’s focus on hiring IWTDs by working with the
IWTD SES or senior leader “champion” at respective levels throughout NAVFAC IAW
the President’s new Executive Order and new DON policy.

Continue the use of the Workforce Recruitment Program (WRP) for College students
with Disabilities utilizing the Student Temporarily Employment Program (STEP).

Continue to increase the use of the pipeline of qualified Hispanic applicants and other
low-participation identified groups by hiring students through the new Pathways
Internship Program.

Continue to reinforce partnerships with local colleges and universities with large
populations of low participation groups including Hispanic populations. Provide notice of
job opportunity announcements at career and job fairs sponsored by affinity groups such
as Hispanic organizations and colleges and universities.

Continue participating in local public school career days especially with schools that have
large minority populations.

m) Continue to develop and expand apprenticeship programs to grow a blue collar workforce

capable of advancement into future leadership roles, coordinating with technical and



vocational schools where applicable as identified in NAVFAC’s Strategic Plan (2010 —
2017).

n) Continue posting of employment opportunities with websites targeted to groups with low
participation and in high visibility venues such as MONSTER.com, TWITTER, and
FACEBOOK.

o) Closely monitor the initiatives established to increase the participation rates of IWTD.

p) Oversee and provide guidance and direction for the new HRO service delivery system
which will be impiemented in April FY 13.

3. Conclusion

NAVFAC Senior Leadership is committed to increasing equal employment opportunity by
increasing the barrier analysis and elimination of barriers and deficiencies throughout the
NAVFAC enterprise.

In response to last year’s assessment NAVFAC took a more focused approach to barrier analysis
including the input from Echelon II, III and IV managers and supervisors. Barriers identified in
FY11 that were cited in the FY11 DON EEQO Scorecard have now been corrected as well as a
recommended re-focus on what barrier priorities and workforce analysis need attention and focus
to move forward in achieving a Model EEO Program at NAVFAC.

NAVFAC made significant strides in FY 12. In FY 12, through reviewing trends over the past
several years and reviewing last year’s identified deficiencies and barriers, NAVFAC completed
several from FY 11 deficiencies and closed out less significant ones from FY10. This year’s
report also included significant barrier analysis that was conducted by the SEPMs. This has been
included in this year’s report as well as addressed in the accomplishments from last year’s
identified deficiencies and barriers. Barriers and plans to eliminate barriers are included in Part
H, [, J and K. Challenges in FY 13 will also include the oversight of the implementation of a
new HRO service delivery system to be implemented in April, 2013.

Finally, NAVFAC’s approach to correcting its deficiencies and eliminating barriers includes
increasing awareness of the key components of a Model EEO Program; conducting further
barrier analysis training; echelon three oversight and validation; communication and
transparency; and continuing implementation and expansion of understanding the requirements
and strategies of a Model EEO Program.
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WORK FORCE SUMMARY

The data discussed in this summary is inclusive of significant data table analysis. Based on the
EEOC classifications NAVFAC’s reportable employee population is displayed in the following
table. NAVFAC employees work in a variety of career programs, pay plans, and occupational
series. Since the majority of NAVFAC’s employees work in the Officials and Managers
category, as well as the Professional category, this report will focus more on these categories.
The NAVFAC workforce population, based on the EEOC categories is shown in Figure | below.

Permanent
Workforce Population Percent NCLF
Figure 1 All Male 11,992 75.33% 53.20%
All Female 3,927 24.67% 46.80%

630 3.96% 6.20%
Hispanic Male
281 1.77%
Hispanic Female 4.50%
7,969 50.06%
White Male 39.00%
2,225 13.98%
White Female 33.70%
Black/African 1,290 8.10%
American Male 4.80%
Black/African 571 3.59%
American Female 5.70%
1,553 9.76%
Asian Male 1.90%
620 3.89%
Asian Female 1.70%
Native Hawaii/Pacific 308 1.93%
Islander Male 0.10%
Native Hawaii/Pacific 138 0.87%
Islander Female 0.10%
American 64 0.40%
Indian/Alaskan 0.30%
Native Male
American
Indian/Alaskan 28 0.18%
Native Female 0.30%
Two or more races 178 1.12%
Male 0.80%
Two or more races 64 0.40%
Female 0.80%
Total 15,919 100%



Workforce Profile Analysis

Hispanics:

During FY 12 Hispanics represent 5.73% of Naval Facilities Engineering Command (NAVFAC)
workforce which is a .05% increase from FY 11. This participation rate is equal to the
participation rate in FY 11. Hispanic participation rates fall below the Census Bureau Civilian
Labor Force (CLF) of 10.7%.

Hispanic Males (3.96% vs. 6.2% CLF) have low participation at NAVFAC overall but are well
represented in NAVFAC Southwest (SW) (8.3%), Naval Facilities Expeditionary Logistics
Center (NFELC) (8.4%), Naval Facilities Engineering Service Center (NFESC) (7.6%) and
NAVFAC Southeast (SE) 7.0%). Hispanic Males had high participation rates in the Professional
occupational category (4.09% vs. CLF of 2.2%), Technician occupational category (4.09% vs.
CLF of 3.3%) and they exceeded their CLF participation rates in the following major
occupations; General Engineer, Civil Engineer, Environmental Engineer and Mechanical
Engineer. Hispanic Females (1.77% vs. 4.5% CLF) overall had low participation rates at
NAVFAC but overall had high participation rates at NFELC (9.7%), NFESC (5.4%), and Naval
Facilities Institute (NFI) (8.8%). Hispanic females exceeded their CLF participation rates in the
following major occupational categories; Program Analyst, Architect, Environmental Engineer,
Mechanical Engineer, Contract Specialist and IT Specialist.  Hispanic Females had low
participation rates in mid-level (GS13/14) positions (1.7%), Grades 12 and below (.8%),
Professional occupational category (2.07%), and the Technicians occupational category (0.4%).
Hispanic females in the Executive/Senior level (grades 15 and above) had a participation rate of
2.6% as compared to the CLF participation rate of 2.8%.

African Americans:

African Americans represent 11.69% of NAVFAC's workforce which is a .07% increase from
FY 11. African Americans exceeded the CLF participation rate of 10.5%. African American
Males (8.1% vs. 4.8% CLF) have high participation rates at NAVFAC Headquarters (HQ)
(4.9%), NAVFAC Washington (WASH) (18.7%), NAVFAC Mid Atlantic (MIDLANT)
(13.8%), NAVFAC SW (6.9%), NAVFAC Far East (FE) (7.0%) and NAVFAC Southeast (SE)
(8.0%). African American Males exceeded their CLF participation rates in the following major
occupational categories; Program Analyst, General Engineer, Engineering Technician,
Mechanical Engineer, Contract Surveillance, Contract Specialist, IT Specialist and Electrician.
African American Males had high participation rates in GS12 and below positions (10.7%),
Technicians (6.8%), Office/Clerical (5.7%), Craft Workers (14.1%), Operatives (18.7%),
Laborers (22.0%), and Service Workers (16.2%). African American Females (3.59% vs. CLF
5.7%) have low participation rates at NAVFAC but high participation rates at NAVFAC HQ
(9.1%), NAVFAC WASH (7.8%), NAVFAC Atlantic (LANT) (8.7%) and NFI (5.8%). African
American Females exceeded their CLF in the following major occupational categories; Program
Analyst, General Engineer, Architect, Civil Engineer, Environmental Engineer, Contract
Specialist, IT Specialist and Electrician. African American Females had high participation rates
in the following occupational categories; officials and managers (6.0%) and office/clerical
(13.6%).



Asian Americans:

Asian Americans represent 13.6% of NAVFAC's workforce a .39% decrease from FY 11 and
exceed the CLF participation rate of 3.6%. Asian Males represent 9.76 % of the workforce vs.
CLF 1.9%). Asian Males exceeded the CLF participation rate in all Facilities Engineering
Commands (FEC’s) except NAVFAC MW (1.1% vs. 1.90% CLF), NAVFAC MIDLANT (1.2%
vs. 1.9% CLF) and NAVFAC SE (1.6% vs. 1.9% CLF). Asian Males exceeded the CLF in every
occupational category and exceeded the CLF participation rate for all major occupations except
Pipefitter (7.6% vs. 70.0% CLF). Asian Females participation rate (3.89% vs. 1.7% CLF)
exceeded the CLF in each Facilities Engineering Command (FEC) except NAVFAC WASH
(0.62%), NAVFAC MW (0.35%), NAVFAC MIDLANT (0.58%), NAVFAC LANT (1.2%.),
NAVFAC SE (0.82%) and NCC (0.0%). Asian Females have high participation rates in the
following occupational categories; Officials and Managers, Professionals, and Office/Clerical.

Native Hawaiian or Other Pacific Islanders:

Native Hawaiian and other Pacific Islanders represent 2.8% of NAVFAC's workforce which
remains equal to FY 11 participation rates. Native Hawaiian or Other Pacific Islanders exceed
the CLF participation rate of 0.20%. Native Hawaiian and other Pacific Islander Males
(1.93% vs. CLF 0.1%) exceeded the CLF participation rate across NAVFAC except at NAVFAC
WASH, NAVFAC FE, NEFSC, NCC and NFI which had a 0% participation rate. Native
Hawaiian males exceeded the CLF participation rate in all major occupational categories.
Native Hawaiian and other Pacific Islander Females (0.87% vs. CLF 0.1%) exceeded the
CLF participation rate in all occupational categories except Executive/Senior level (Grades 15
and above) and the Trades. Native Hawaiian or Other Pacific Islander females exceeded the
CLF participation rate in the following major occupational categories; Program Analyst,
General Engineer, Engineering Technician, Civil Engineer, Environmental Engineer, Contract
Surveillance. Contract Specialist, IT Specialist, Maintenance Worker and Air Conditioning
Mechanic.

American Indian and Alaskan Natives:

American Indians and Alaskan Natives represent 0.58% of NAVFACs workforce which is equal
to FY 11 participation rates. American Indians and Alaskan Natives participation rate is slightly
below the CLF participation rate of 0.6%. American Indian and Alaskan Native Males
participation rate of 0.40% is above the CLF participation rate of 0.3%. American Indian and
Alaskan Natives male participation rates were above the CLF at NAVFAC WASH (0.5%),
NAVFAC MW (0.5%), NAVFAC NW (0.5%),NAVFAC SW (0.4%), NFELC (0.8%), NFESC
(0.6%) and NAVFAC SE (0.5%). American Indian and Alaskan Native males were represented
in all occupational categories except Executive/Senior level (grades 15 and above), Laborers and
Service Workers. American Indian and Alaskan Native Females participation rate of 0.18%
was below the CLF of 0.3%. American Indian and Alaskan Native female participation rates
exceeded the CLF at NAVFAC HQ (0.7%), NAVFAC SW (0.4%), NAVFAC EUROPE/SWA
(0.4%) and at NFI ((2.9%). American Indian or Alaskan Native female participation rates
exceeded CLF participation rates in the following major occupational categories; Program
Analyst, Mechanical Engineer and IT Specialist. American Indian and Alaskan Native females



were represented in all occupational categories except Executive/Senior level (grades 15 and
above) and the Trades.

Two or More Races:

Two or More Races represent 1.52% of NAVFAC’s workforce which is a .20% increase as
compared to FY 11 and the 1.6% participation rate is equal to the CLF participation rate. Two
or More Races Males participation rate of (1.12%) exceeds the CLF participation rate of
(0.80%). Two or More Races Males have high participation rates at NAVFAC MW (1.1%),
NAVFAC NW (1.4%), NAVFAC Hawaii (HI) (4.37%), NFELC (1.1%), NAVFAC Pacific
(PAC) (1.5%), NAVFAC FE (2.1%), and NAVFAC MARIANAS (2.6%). Two or More Races
males are represented in all occupational categories except Service Workers and exceed the CLF
participation rates in the following major occupational categories; Professionals (1.9 vs. 0.6
CLF), Technicians (1.0 vs.0.7%), Office/Clerical (1.2% vs. 0.4% CLF), Craft Workers (1.3% vs.
0.0% CLF) and Laborers (2.3% vs. 0.0% CLF). Two or More Races Females represent 0.40%
of NAVFAC’s workforce which is below the CLF of 0.80% and their participation rate is 0.05%
higher than the FY 11 participation rate. Two or More Races Female exceeds the CLF
participation rate at NFELC, NAVFAC PAC, NAVFAC FE and NFI.

In FY 12 the NAVFAC civilian workforce was comprised of 16276 employees as compared to
16713 employees in FY 12, a decrease of 437 employees (2.6%). The source of this information
is Table B-1 and provides a more detailed description of the NAVFAC workforce. The data
source for the appropriated fund (AF) workforce is the Defense Civilian Personnel Data System
(DCPDS), the Department of Defense civilian data tool.

During the last three fiscal years, the only groups that have had consistently low participation
rates in the NAVFAC workforce are Hispanic males and females, White females and Black
females. Hispanic males show a small increase (0.02%) as compared to FY 11 participation
percentage rates, Hispanic females participation percentage rates remain the same (1.78%) as
compared o FY 11. White female participation percentage rates reflect a decrease in
participation percentage rates (0.32%) as compared to FY [1. Black females participation
percentage rates reflect a 0.03% increase as compared to FY 11,

An FY 2012 EEO Plan that addressed the trigger of a low participation rate of Hispanic males
and females was developed for execution in this reporting period. FY 2013 EEO Plans were
developed to address the continuing low participation rate for Hispanic males and females and
White females for execution in the next reporting period.

The table below depicts the participation percentage rates for Hispanic males and females and
White and Black females during the last three fiscal years.



Table A: Workforce Participation Rate

GROUP NCLF | NAVFAC FY 2010 | NAVFAC FY2011 | NAVFAC FY2012
HISPANIC
Males 6.20% 3.82% 3.89% 3.96%
Females | 4.50% 1.90% 1.78% 1.77% ¥
WHITE
Females | 33.70% 14.77% 14.28% 13.98% %
BLACK
Females | 5.70% 3.54% 3.57% 3.59%

MAJOR OCCUPATIONS

NAVFAC’s top ten major occupation series are:

e (343 (Management/Program Analyst)

e 0801 (General Engineer)

e 0802 (Engineering Technician)

e 0808 (Architect)

e 0810 (Civil Engineer)

e (819 (Environmental Engineer)

e 0830 (Mechanical Engineer)

e 1101 (Contract Surveillance)

e 1102 (Contract Specialist)

e 2210 (IT Specialist)
An analysis of the major occupational categories indicates that the group with the lowest overall
participation rate in these series are Hispanic males where participation rates were below the
Relevant Civilian Labor Force (RCLF) in the following series; Program Analyst (1.51% vs.
2.00% RCLF). Engineering Technician (3.82% vs. 6.10% RCLF) and Architect (3.78% vs.

4.30% RCLF). Hispanic females were found to have low participation rates relative to the RCLF
in the following major occupational categories; General Engineer (0.41%% vs. 0.60% RCLF)
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and Engineering Technician (0.31% vs. 1.60% RCLF). White males were found to have low
participation rates relative to the RCLF in occupational categories including Program Analyst
(16.42 vs. 52.50% RCLF), Architect (52.64% vs. 67.30%), Civil Engineer (53.69% vs. 74.10%
RCLF), Environmental Engineer (47.41% vs. 65.40% RCLF) and Mechanical Engineer (61.07%
vs. 79.00% RCLF). White and Asian females were found to have low participation rates relative
to the RCLF in the Engineering Technician (5.69% vs. 13.00% RCLF) series and 0.78% vs.
1.80% RCLF). The Engineering Technician series has the highest number of groups
participating at a low rate. All females with the exception of Native Hawaiian/Other Pacific
[slanders participate at a low rate in this series. White males continue to be the only group that
participates at a high rate in the Engineering Technician series.

Table B details the workforce participation percentage rates for those groups with a rate of

participation in these series over the last 3 years compared to the (RCLF) for the specific
occupation.

Table B - Major Occupations

NAVFAC NAVFAC NAVFAC

Major Occupations RCLF FY 2010 FY 2011 FY 2012
Program Analyst (343)
Hispanic males 2.00% 1.13% 1.29% 1.51%
White males 52.50% ¥ 17.64% ¥ 15.13% 16.42%
General Engineer (0801)
Hispanic females 0.60% +  0.38% 0.39% 0.41%
Engineering Technician
(0802)
Hispanic females 1.60% ¥+  0.16% 0.22% ¢ 0.31%
Hispanic males 6.10% ¥ 3.19% 3.48% " 3.82%
White females 13.00% +  4.35% 5.07% 5.69%
Black females 2.20% 0.54% ¥ 0.51% 0.55%
Asian females 1.80% +  0.54% ' 0.65% © 0.78%
Architect (0808)
Hispanic males 4.30% 3.68% C o 3.73% 3.78%
White males 67.30% 4 53.95% Y 54,23% ¥ 52.64%
White females 16.30% 15.79% ¥ 15.42% ¥ 15.87%
Civil Engineer (0810)
White males 74.10% % 53.53% ® 53.33% 53.69%




Table B - Major Occupations (Continued)

. . NAVFAC NAVFAC NAVFAC
Major Occupations | gy e | py 2010 FY 2011 FY 2012
Environmental Engineer
(0819)

White males 65.40% 47.72% ¥ 45.69% 47.41%
Black males 3.00% +  2.09% 2.43% ¥ 230%
Mechanical Engineer

(0830)

White males 79.00% + 63.28% + 61.08% ¥61.07%

Grade Levels

An analysis of Grade level distribution within NAVFAC indicates that groups listed below are below
their percentage rate of representation to the Total NAVFAC Workforce (Relevant CLF). This is not
proportional to the representation at the GS13-15 levels, as they have better participation rates at levels
GS 12 and below.

Table C details percentage participation rates for the low participation groups listed below in
comparison to their corresponding CLF percentage rates on Workforce tables A-1.

Table C: Grade Level Distribution

GS LEVELS CLF FY11 # % FY12 # %
GS 15
Black males 7.93% 7 #3.27% 8 3.85%
Asian females 4.05% 2 #0.93% 4 1.92%
Asian males 9.90% 11 ¥5.14% 11 5.29%
NHOP/I males 1.96% 1 ¥#0.47% 2 0.96%
B NHOP/I females 0.84% o[~ 0.00% o [~ 0.00%
Al/AN males 0.38% 0 &= 0.00% 0 K= 0.00%
Al/AN females 0.20% 0 k= 0.00% 0 k=  0.00%
GS 14
Hispanic females 1.78% 4 #0.63% 5 0.78%
Hispanic males 3.92% 14 ¥2.21% 14 ¥ 217%
Black males 7.93% 16 1 2.53% 11 ¥ 1.71%
Black females 3.58% 16 ¥2.53% 15 ¥ 2.33%
NHOP/I males 1.96% 2 (= 0.32% 1 ¥ 16%
NHOP/I females 0.84% 0 = 0.00% 0 = 0.00%
AI/AN males 0.38% oy 0.00% 0 0.00%
Asian males 9.90% 50 ¥7.90% 51 7.92%




Table C: Grade Level Distribution (Continued)

GS LEVELS CLF FY 11 # % FY12 # %
GS 13
Hispanic females 1.78% 53 ¥ 2.33% 54 2.38%
Hispanic males 3.92% 69 3.03% 70 3.09%
Black males 7.93% 65 2.85% 69 3.05%
Black females 3.58% 69 ¥ 3.03% 71 3.13%
NHOP/I males 1.96% 21 0.92% 19 4+ 0.84%
NHOP/I females 0.84% 13 0.57% 14 0.62%
Al/AN males 0.38% ¥ 0.09% 0.18%
Al/AN females 0.20% 0.09% 0.13%
GS12
Hispanic males 3.92% 144 3.59% 156 3.67%
Black males 7.93% 164 3.97% 188 4.42%
White males 49.60% 1806 45.73% 1843 ¥ 43.37%
NHOP/1 males 1.96% 44 1.07% 49 1.15%
Al/AN males 0.38% 10 ® 0.24% 11 0.26%
GS11
Hispanic males 3.92% 67 ¥ 3.41% 59 ¥ 335%
Black males 7.93% 135 6.86% 112 ¥ 6.37%
Asian males 9.90% 131 ¥ 6.66% 118 6.71%
Al/AN females 0.84% 3 ¥+ 0.15% 4 0.23%
GS9
Hispanic males 3.92% 30 3.38% 28 3.46%
Asian males 9.90% 71 8.00% 56 ¥ 6.92%
White males 49.60% 338 ¥ 38.11% 302 ¥ 37.33%
GS7
Hispanic males 3.92% 12 ¥ 1.96% 9 ¥ 1.70%
White males 49.60% 115 ¥ 18.76% 92 #17.36%
Black males 7.93% 39 ¥ 6.36% 30 4 5.66%
Asian males 9.90% 16 ¥ 2.16% 13 2.45%
NHOP/I males 1.96% ¥ 1.31% 1.32%
Al/AN males 0.38% 0.00% = 0.00%




Table D : Occupational Categories Participation Rates

Officials and Managers RCLF FY 2010 FY 2011 FY 2012
Grades 15 and above

Hispanic males 3.92% ¥ 3.80% % 3.70% 4.28%
Black males 7.93% #3.26% ¥3.17% 3.74%

Black females 3.58% | < 0.00% | = 0.00% 4 1.07%
NHOP/1 males 1.96% #0.54% $0.53% | < 0.53%
NHOP/I females 0.84% | 0.00% | &= 0.00% | <= 0.00%
Al/AN males 038% | 0.00% | <= 0.00% | & 0.00%
Al/AN females 0.20% |¢= 0.00% | (= 0.00% | = 0.00%

Mid-Level Grades 13-14

Hispanic females 0.60% $1.22% 1.42% 1.74%

Hispanic males 3.92% 2.37% 2.46% 2.58%

Black males 7.93% © 3.66% 4.01% 4.26%

Black females 3.58% ¥ 2.44% 2.52% ¥2.26%

NHOP/I males 1.96% ¥#0.88% 1.03% 1.10%

NHOP/| females 0.84% %0.41% 0.52% 0.78%

Al/AN males 0.38% #0.07% ¥ 0.06% " 0.19%

Al/AN females 0.20% #0.06% = 0.06% = 0.06%
First Level Grades 12 and below o . -

| Hispanic females 3.92% 1.16% 40.98% #0.82%
Hispanic males 6.10% #3.16% #2.94% %2.80%

White females 14.46% ¥ 8.82% 8.99% ¥8.72%

Black females 3.58% 1.83% 1.96% $1.81%

Asian females 1.80% 1.33% ¥1.31% 1.48%

NHOP/I females 0.84% 0.67% %065% | 0.66%

Professionals

Hispanic males 3.92% 3.99% #3.92% 4.09%
Black males 7.93% " 3.91% 3.94% 3.99%
Black females 3.58% 2.69% #257% 2.95%
NHOP/I males 1.96% Y0.79% 1.02% 0.98%
NHOP/| females 0.84% ©0.32% %0.26% 0.31%
Al/AN males 0.38% ¢ 0.31% #0.22% 0.23%




Table D : Occupational Categories Participation Rates (Continued)

RCLF FY 2010 FY 2011 FY 2012
Technicians
| Hispanic females 65.40% 3.52% 3.73% 0.43%
White females 14.46% ¥ 5.70% 6.46% 7.11%
Black females 3.58% 2.69% ¥ 257% % 0386%
Asian females 1.80% 1.20% ¥ 1.13% 1.15%
~ NHOP/I females 0.84% ¥ 0.35% ¥ 027% 0.65%
Al/AN females 0.20% * 0.07% 0.13% ¥ 0.07%
Office/Clerical
Hispanic males 6.10% 1.53% 1.85% ¥ 1.35%
Black males 2.20% ¥ 5.23% 5.54% 5.78%
White males 49.60% ¥ 16.56% ¥ 16.20% #15.99%
Table E: Individuals with Targeted Disabilities
Targeted
Disabilities FY 2009 FY 2010 FY 2011 #s FY 2012 #
Hearing 0.14% % 0.12% % 0.11% 18 0.13% 21
Vision 0.07% | &= 0.07% * 0.06% 12 #0.05%
Missing Extremities 0.02% & 0.01% 0.02% 4 #0.01%
Partial Paralysis 0.07% + 0.06% 0.08% 12 #0.09% 15
Complete Paralysis 0.03% » 0.02% | &= 0.02% 4 ~ 0.02% 4
| Epilepsy 0.14% s 013% | & 013% | 21 | . 013% | 23
Severe Intellectual = 0.08%
; Disability 0.08% * 0.07% 12 #0.06% | 10
| Psychiatric = 0.13%
Disability 0.11% 0.13% 21 0.15% | 25
| Dwarfism 0.03% | 0.03% | ¢= 0.03% | s #002% | 4
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Female Occupational Cateqories

Females: Women represent 24.88% of NAVFAC s permanent workforce and fall below the
CLF participation rate of 46.80%.

Hispanic females (1.77% vs. 4.5% CLF) overall had low participation at NAVFAC however
Hispanic females exceeded the CLF in the following major occupational categories; Architect
(1.76% vs. 1.3% CLF), Contract Specialist (3.90% vs. 3.20% CLF), Electrician (0.22% vs.
0.20% CLF), Environmental Engineer (2.11% vs. 0.90% CLF), Mechanical Engineer (1.12%
vs. 0.20% CLF), Program Analyst, (5.28% vs. 1.60% CLF) and IT Specialist (3.67% vs. 1.60%
CLE)

White females (13.98% vs. 33.7% CLF) overall had low participation at NAVFAC however
White females exceeded the CLF in the following major occupational categories; General
Engineer (8.92% vs. 7.10% CLF) and Mechanical Engineer (6.49% vs. 5.10% CLF), Program
Analyst (35.66% vs. 31.10% CLF), Civil Engineer (9.66% vs. 7.50% CLF) and Environmental
Engineer (20.92% vs. 17.8% CLF).

Black/African American females (3.59% vs. 5.70% CLF) overall had low participation at
NAVFAC however Black/African American females exceeded the CLF in the following major
occupational categories; General Engineer (1.36% vs. 0.80% CLF), Architect (1.51% vs. 0.50 %
CLF). Environmental Engineer (2.25% vs. 1.20% CLF), Electrician (0.45% vs. 0.30% CLF),
Pipefitter (0.31% vs. 0.20% CLF), Program Analyst (14.53% vs. 3.30% CLF), Civil Engineer
(0.85% vs. 0.60% CLF), Contract Specialist (9.27% vs. 4.70% CLF) and IT Specialist (8.92%
vs. 3.50% CLF).

Asian females (3.89% vs. 1.70% CLF) exceed the CLF participation rate at NAVFAC and
exceeded the CLF in the following major occupational categories; General Engineer (2.04% vs.
1.60% CLF), Program Analyst (12.45% vs. 1.90% CLF), Architect (4.53% vs. 1.80% CLF),
Civil Engineer (5.11% vs. 1.10% CLF), Environmental Engineer (7.10% vs. 1.90% CLF)
Mechanical Engineer (1.12% vs. 0.60% CLF), Contract Specialist (11.02% vs. 1.30% CLF) and
IT Specialist (5.51% vs. 2.90% CLF).

Native Hawaiian or Pacific Islander females (0.87 vs. 0.10% CLF) exceed the CLF
participation rate at NAVFAC and exceed the CLF in the following major occupational
categories; Engineering Technician (0.80% vs. 0.00% CLF), Electrician (0.44% vs. 0.00%
CLF), Program Analyst (4.15% vs. 0.00 CLF), General Engineer (0.14% vs. 0.00% CLF), Civil
Engineer (0.14% vs. 0.00% CLF), Environmental Engineer (0.38% vs. 0.00% CLF), Contract
Surveillance (0.18%% vs. 0.10% CLF), Contract Specialist (4.59% vs. 0.10% CLF) and IT
Specialist (1.05% vs. 0.00%).

American Indian or Alaskan Native females (.18% vs. 30% CLF) overall had a low
participation rate at NAVFAC and exceeded the CLF participation rate in the following major
occupational categories; Engineering Technician (0.08% vs. 0.10% CLF), IT Specialist (0.52%
vs. 0.10% CLF), Program Analyst (0.38% vs. 0.20% CLF) and Mechanical Engineer 0.45% vs.
0.00% CLF).
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Females of Two or More Races (0.40% vs. 0.80% CLF) overall had a low participation rate at
NAVFAC but exceeded the CLF participation rate in the following major occupational
categories: Program Analyst (1.70% vs. 0.30% CLF), General Engineer (0.27% vs. 0.10% CLF),
Civil Engineer (0.43% vs. 0.10% CLF), Environmental Engineer (0.38% vs. 0.10% CLF) and
Contract Specialist (1.37% vs. 0.80% CLF).

Table F: Female Occupational Rates

Female Occupational NAVFAC NAVFAC NAVFAC
Participation Rates RCLF FY 2010 FY 2011 FY 2012
Program Analyst (343)
Hispanic 1.60% 5.44% ¥4.98% 5.28%
White 31.10% ¥ 38.09% ¥37.82% ¥ 35.66%
. Black 3.30% ' 13.51% | 14.02% ' 14.53%
Asian 1.90% 12.57% ¥12.36% ' 12.45%
Native Hawaiian Or Pacific Islander 0.00% #2.25% " 3.69% 4.15% |
American Indian or Alaskan Native 0.20% 0.19% 3.69% ‘0.38%_
Two or More Races 0.30% ' 1.50% ¥ 1.48% ' 1.70%
General Engineer (0801)
Hispanic 0.60% #0.38% 0.39% ' 0.41%
White 7.10% ' 8.34% 8.79% 8.82%
Black 0.80% 1.39% #1.29% 1.36%
Asian 1.60% 2.15% #2.07% ~ %2.04%
Native Hawaiian Or Pacific Islander 0.00% " 0.13% e 0.13% 0.14%
American Indian or Alaskan Native 0.00% = 0.00% 0.13% | %0.00%
Two or More Races 0.10% 0.25% 0.26% 0.27%
Engineering Technician (0802)
Hispanic 1.60 $0.16% 0.22% 0.31%
White 13.0 #4.35% 5.07% 5.69%
Black 2.20 0.54% ¥0.51% ' 0.55%
Asian 1.80 %0.54% ¥0.14% 0.78%
| Native Hawaiian Or Pacific Islander 0.00 %#0.23% 0.65% ~ %0.08%
American Indian or Alaskan Native 0.10 #0.08% 0.14% ¥ 0.08%
Two or More Races 0.40 0.16% 0.22% #0.08%

12



Table F: Female Occupational Rates (Continued)

Architect (0808)
Hispanic 1.30 * 211% ¥ 1.74% 1.76%
White 16.30 15.79% ¥ 15.42% 15.87%
Black 0.50 ¥ 1.32% ¥ 1.24% 1.51%
Asian 1.80 ' 4.21% ¥ 0.00% ' 4.53%
Native Hawaiian Or Pacific Islander 0.00 & 0.00% 4.73% ¥ 0.00%
American Indian or Alaskan Native 0.00 - 0.00% - 0.00% - 0.00%
Two or More Races 0.40 &= 0.00% 0.25% ¥ 0.00%

Civil Engineer (0810)
Hispanic 0.60 0.83% #0.54% 0.57%
White 7.50 ' 10.79% ¥ 10.34% ¥ 9.66%
Black 0.60 ¥ 0.55% ¥ 0.54% 0.85%
Asian 1.10 . 4.56% #0.00% 5.11%
Native Hawaiian Or Pacific Islander 0.00 ¥ 0.14% 5.17% ¥+ 0.14%
American Indian or Alaskan Native 0.10 — 0.00% 0.14% + 0.00%
Two or More Races 0.10 0.28% 0.41% 0.43%

Environmental Engineer (0819)
Hispanic 0.90 ¥ 2.28% 2.43% ¥ 211%
White 17.80 ¥20.15% 21.54% ¥ 20.92%
Black 1.20 2.09% 2.25% 2.50%
Asian 1.90 ¥ 6.08% #0.19% 7.10%
Native Hawaiian Or Pacific Islander 0.00 ©0.19% 6.74% 4 0.38%
American Indian or Alaskan Native 0.10 ¥ 0.19% 0.19% ¥+ 0.00%
Two or More Races 0.10 0.38% #0.37% 0.38%

Mechanical Engineer (0830) N

Hispanic 0.20 - 1.39% 1.51% 4.25%
White 5.10 Y 6.93% 7.10% ¥ 6.49%
Black 0.50 ¥ 0.46% #0.43% 0.45%
Asian 0.60 ¥ 1.62% #0.43% 1.12%
Native Hawaiian Or Pacific Islander 0.00 = 0.00% 1.29% ¥ 0.00%
American Indian or Alaskan Native 0.00 ©0.46% #0.00% 0.45%
Two or More Races 0.10 = 0.00% = 0.00% = 0.00%
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Table F: Female Occupational Rates (Continued)

Contract Surveillance (1101)

Hispanic 5.30 ¥ 1.78% ¥ 1.63% 1.82%

White 39.70 ¥21.94% #21.05% #20.36%

Black 7.80 * 4.15% © 4.54% 4.73%

Asian 2.30 " 3.36% ¥ 0.36% 3.27%

Native Hawaiian Or Pacific Islander 0.10 + 0.20% 3.27% #+ 0.18%
American Indian or Alaskan Native 0.40 © 0.40% ¥ 0.00% 0.36%
Two or More Races 0.90 0.59% + 0.36% ¥ 0.18%

Contract Specialist (1102)

Hispanic 3.20 4.40% ¥+ 3.83% 3.90%

White 42.70 #35.91% ¥ 35.08% * 35.22%

| Black 4.70 ¥ 9.16% 9.62% * 9.27%
Asian 1.30 11.76% ¥ 0.45% 11.02%

Native Hawaiian Or Pacific Islander 0.10 3.77% ©11.67% ¥ 459%
American Indian or Alaskan Native 0.30 0.36% 4.19% ¥ 0.29%
Two or More Races 0.80 ¢ 0.99% 1.07% 1.37%

IT Specialist (2210)

Hispanic 1.60 ¥ 4.50% ¥ 399% ¥ 3.67%

White 24.70 $17.25% $17.21% ¥ 15.49%

Black 3.50 10.50% * 8.73% 8.92%

Asian 2.90 5.00% ¥ 0.50% 5.51%

Native Hawaiian Or Pacific Islander 0.00 # 1.00% 5.24% ¥ 1.05%

American Indian or Alaskan Native 0.10 ¥ 0.50% 1.00% ¥ 0.52%

Two or More Races 0.40 0.50% = 0.50% ¥ 0.26%

Electrician (2805)

Hispanic 0.20 #0.23% ¥ 0.22% & 022%

White 1.90 % 0.69% ¥ 0.67% &  0.67%

Black 0.30 % 0.46% ¥ 0.44% 0.45%

Asian 0.10 © 0.46% ¥+ 0.00% 0.45%

Native Hawaiian Or Pacific Islander 0.00 = 0.00% 0.44% #0.00%

American Indian or Alaskan Native 0.00 = 0.00% = 0.00% &~ 0.00%
Two or More Races 0.00 &= 0.00% = 0.00% & 0.00% |
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Table F: Female Occupational Rates (Continued)

Pipefitter (4749)
Hispanic 0.20 &  0.00% = 0.00% &  0.00%
- White 1.30 ' 0.62% 0.89% 0.92%
Black 0.20 #0.31% ¥0.30% #0.31% |
Asian 0.00 = 0.00% = 0.00% = 0.00%
Native Hawaiian Or Pacific Islander 0.00 ~ 0.00% —~ 0.00% ~ 0.00%
American Indian or Alaskan Native 0.00 = 0.00% ~ 0.00% ~ 0.00%
Two or More Races 0.00 &= 0.00% &= 0.00% &= 0.00%
Maintenance Worker (4749)
Hispanic 0_50 <:> 0.00% 0.00% <:> 0.00%
White 2.60 ¥ 1.66% ¥ 1.36% 1.39%
Black 0.70 % 0.00% = 0.00% = 0.00%
Asian 0.10 ¥ 0.00% = 0.00% < 0.00%
Native Hawaiian Or Pacific Islander 0.10 0 0.24% ¥ 0.00% 0.23%
American Indian or Alaskan Native 0.00 = 0.00% 0.23% #0.00%
Two or More Races 0.00 0.00% 0.00% <> 0.00%
Air Conditioning Mechanic (5306) )
Hispanic 0.20 = 0.00% = 0.00% | 0.00%
White 1.20 #0.63% #0.60% #0.29%
Black 0.30 &= 0.00% & 0.00% & 0.00%
Agiai 0.00 =1 0.00% = 0.00% & 0.00%
Native Hawaiian Or Pacific Islander 0.00 — 0.00% = 0.00% 0.29%
American Indian or Alaskan Native 0.00 = 0.00% 0.30% #0.00%
Two or More Races 0.00 <:> 0.00% <:> 0.00% @ 0.00%
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EEQC FORM U.S. Equal Employment Opportunity Commission
71501 FEDERAL AGENCY ANNUAL
PART F EEO PROGRAM STATUS REPORT

CERTIFICATION of ESTABLISHMENT of CONTINUING
EQUAL EMPLOYMENT OPPORTUNITY PROGRAMS

L am the

Ferdinand LeCompte, CDEEOQ, 0260, GS-14

{Insert name above) (Insert official title/series/grade above)

Principal EEQ Director/Official
for

Naval Facilities Engineering Command, Department of the Navy

(Insert Agency/Component Narne above}

The agency has conducted an annual self-assessment of Section 717 and Section 501 programs against the essential
elements as prescribed by EEO MD-715. If an essential element was not fully compliant with the standards of EEOQ
MD-715, a further evaluation was conducted and, as appropriate, EEO Plans for Attaining the Essential Elements of a
Model EEO Program, are included with this Federal Agency Annual EEQO Program Status Report.

The agency has also analyzed its work force profiles and conducted barrier analyses aimed at detecting whether any
management or personnel poiicy, procedura or practice is operating to disadvantage any group based on race, national
origin, gender or disability. EEO Plans to eliminate identified barriers, as appropriate, are inciuded with this Federal
Agency Annual EEQ Program Status Report.

| certify that proper documentation of this assessment is in place and is being maintained for EEOC review upon
request.

Zm/jﬂﬂ%éf 5 oot

Signature of Principal EEO Director/Official Date
Coertifies that this Federal Agency Annual EEQ Program Status Report is in compliance with
EEC MD-715.

Date

U s , |7 e 12
orAgency Head Designee

Signaturg/of Agency Head
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. Naval Facilities Engineering Command

Copies of Current, Signed ll
EEO Policy Statements
with Enclosures

, Attachment 1 ll
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Report
FY 2012




DEPARTMENT OF THE NAVY

NAVAL FACILITIES ENGINEERING COMMAND
1322 PATTERSON AVENUE. SE, SUITE: 1000
WASHINGTON NAVY YARD, DC 20374-5065

13 September 2011
From: Commander, Naval Facilities Engineering Command

Subj: EBEQUAL EMPLOYMENT OPPORTUNITY AND PREVENTION AND
ELIMINATION OF HARASSMENT IN THE WORKPLACE POLICY

STATEMENTS
Ref: (a) EEQ MD-715
Encl: (1) NAVFAC Equal Employment Opportunity Policy Statement

{2) NAVFAC Prevention and Elimination of Harassment in
the Workplace Policy Statement

1. As Commander, Naval Facilities Engineering Command, I reaffirm
my total commitment to a command climate of fairness, equality,
and diversity that is free from harassment based on race, color,
religion, sex, national origin, age, or disability. My Equal
Employment Opportunity and Prevention and Elimination of
Harassment in the Workplace Policy Statements, as required by
reference (a), are attached as enclosures (1) and (2),
respectively.

2. All persomnel employed by NAVFAC (active and reserve military,
civil service, contractors, and non-appropriated fund personnel)
shall comply with enclosures (1) and (2). Commanders, Commanding
Officers, Directors, and Officers-in-Charge of component commands
shall:

a. Publish local command EEQ/Prevention of Harassment policy
statements and ensure full compliance and widest distribution
within their commands and/or areas of responsibility.

b. Ensure annual review and reissue of the policy statements.

¢. Routinely discuss command EEQ/Prevention of Harassment

policies in command newsletters, periodicals, internet websites,
and/or other forums.

$
MUSSEY

Distribution:
{(See next page)



Subj: EQUAL EMPLOYMENT OPPORTUNITY AND PREVENTION AND
ELIMINATION OF HARASSMENT IN THE WORKPLACE POLICY
STATEMENTS

Distribution:

NAVFAC ATLANTIC (00)
NAVFAC PACIFIC (00)
NAVFAC EUROPE, AFRICA & SOUTHWEST ASIA (00)
NAVFAC FAR EAST (00)
NAVFAC HAWAII (00)
NAVFAC MARIANAS (00)
NAVFAC MIDLANT (00)
NAVFAC MIDWEST (00)
NAVFAC NORTHWEST (00)
NAVFAC SOUTHEAST (00)
NAVFAC SOUTHWEST (00)
NAVFAC WASHINGTON (00)
NFELC (00Q)

NFESC (00)

DIR NCC

DIR NFI

NAVFAC HQ DIRECTORS

(Distribution made via https:/portal.navfac.navy.mil)



COMMANDER, NAVAL FACILITIES ENGINEFRING COMMAND
EQUAL EMPLOYMENT OPPORTUNITY POLICY STATEMENT

As Commander, Naval Facilities Engineering Command, I am
totally committed to a command climate of fairness, equality,
and diversity. All individuals within our command shall
be given fair treatment, respect, and an equal employment
opportunity, regardless of their race, color, religion, sex,
national origin, age, disability, or participation in the Equal
Employment Opportunity complaint process. Equal opportunity
practices and policies shall govern all aspects of NAVFAC's
operations, merit principles, and personnel policies. Such
actions shall include but are not limited to recruitment,
hiring, career development, performance evaluation, selection,
transfer, assignment, benefits, and compensation.

All NAVFAC personnel (active and reserve military,
appropriated and non-appropriated personnel, contractors)
contribute tremendously to our national security and combat
readiness. The rich diversity of our workforce is a significant
asset and is built by creating and fostering an atmosphere where
all personnel are treated with dignity and respect and are
encouraged to reach their maximum potential. Any employee who
believes he or she has not been provided an Equal Employment
Opportunity should follow the procedures at his or her local
command for reporting this situation.

As the EEO Officer, I strongly support and affirm the full
implementation of equal employment opportunity through Model EEO
Programs at every level within the Command. The federal
government's special emphasis programs are important tools in
achieving a diverse workforce that reflects the civilian labor
market of our country and addresses workforce imbalances of
women and minorities, as well as individuals with disabilities,
disabled veterans, and wounded warriors. It is my goal to
place, advance, develop, and retain qualified personnel from all
segments of society,

Persons found to be in violation of this policy shall be
subject to the full range of military and civilian disciplinary
action. No employee will be subjected to any form of reprisal or
retaliation for reporting alleged violations of this policy,
pursuing any such claim, or cooperating in an investigation of
such claims.

Enclosure (1)



Each and every one of us has a critical role in creating an
environment free from discrimination or harassment. All
personnel shall ensure their actions fully demonstrate their
commitment and support of this policy. EEQO/diversity is the
responsibility of every employee and I am counting on all
Commanders, Commanding Officers, Directors, supervisors,
managers, and employees to ensure compliance with this policy.

>
C~ MOSSEY
Re Admiral, C, U.S. Navy

Commander
Naval Facilities Engineering Command



COMMANDER, NAVAL FACILITIES ENGINEERING COMMAND
PREVENTION AND ELIMINATION OF HARASSMENT IN THE WORKPLACE
POLICY STATEMENT

As Commander, Naval Facilities Engineering Command, I want
to ensure that all military (active and reserve), civilians, and
contractors within NAVFAC clearly understand and comply with the
Command's Policy of Prevention and Elimination of Harassment in
the Workplace.

It is NAVFAC's pelicy to maintain a work environment that
is free from harassment based on race, color, religion, sex,
national origin, age, disability (mental or physical), and from
retaliatory harassment based on opposition to discrimination or
participation in the discrimination complaint process. NAVFAC
has zero tolerance for harassment or any other form of unlawful
discrimination. In addition, NAVFAC will not tolerate
retaliation against any employee for reporting matters under
this policy or procedure, or for assisting in any inguiry
about such a report.

Harassment is defined as unwelcome verbal or physical
conduct based on race, color, religion, sex (whether or not of a
sexual nature and including same-gender harassment), national
origin, age (40 and over), disability {mental or physical), or
retaliation. Unwelcome conduct constitutes harassment when:

1. The conduct is sufficiently severe or pervasive to
Ccreate a hostile work environment; or

2. A supervisor's harassing conduct results in a tangible
change in an employee's employment status or benefits (for
example, demotion, termination, failure to promote, etc).

All NAVFAC personnel are responsible for implementing this
policy and for cooperating fully in its enforcement. Employees
must not engage in harassing conduct. Any employee subjected to
harassment should promptly follow the procedures at their local
Command for reporting this harassment. Supervisors and other
management officials must act promptly and effectively to
correct any harassment that may occur.

Enclosure (2)



It is everyone's responsibility to eliminate harassment in
the workplace and afford each person the opportunity to work in
an environment where he or she is treated fairly and with
respect.

. OSSEY
Reajf Admiral, /ZEC, U.S. NAVY
Commander
Naval Facilities Engineering Command



Commander

Naval Facilities Engineering Command
Equal Employment Opportunity (EEO) and
Harassment Complai_n_ts Pr_oce__ss

EEO OFFICER
RADM Christopher J. Mossey

USN, Commander, Naval Facilities

Engineering Command
“Fach and evervone of us has a critical
role m creating an environment free from
discrimmation and harassment. All
personne] shall ensure that their actions
duly demonstrate their support of this
policy. EEO ss the responsibility of every
cmployee. and 1 am counting on all
Commanders. Commanding Officers.
Dircctors, supervisors, managers and
cmployees to ensure compliance with this

P LR - T o SN IR U R 1)

policy,”

EMPLOYEE

45 days : e B CMPLOYEE
to contact ' Dismisses 180 DAYS
a counsclor COUNSELOR 15 days to file or DoD
30 days to attempt informal af""’"“:]" accepts Office of
resolution and conduct orma’ complaint for Complaint
final interview compiaint investigation Investigations

EEO QFFICER INVESTIGATION

EEO Complaints Intake (NDW):
WNY ELRO Office 1202 433-2330/2147
EEO Complaints Manager (NDW) (202) 6835-(H)79

" NAVFAC HOQ EEO

CCDERO erdinand FeComple (2023 685-9023

1O Specialist - Tavlor Njagu (202) 685-9286

Updated 09/2011



. Naval Facilities Engineering Command

EEO Program Status
Report
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Copy of EEOOQO’s
Memorandum dated
6 June 12 Announcing the
Start of FY12 Annual
Assessment
Attachment 2




LeCompte, Ferdinand P CIV NAVFAC HQ, TF

From: La Duca, Michelle C CAPT NAVFAC HQ, TF

Sent: Wednesday, June 06, 2012 12:56 PM

To: Gregory, Katherine L RDML NAVFAC PAC, 00; Pickrell, Brant D CAPT NAVFAC ESC, CO;
Bevins, Samuel E. SES Navy Crane Center; Slates, Kevin R RDML NAVFAC LANT, Q0

Cc: Mossey, Christopher J RADM NAVFAC HQ, 00; Iselin, Steven SES NAVFAC HQ, 00; Morton,

Douglas G CAPT NAVFAC HQ, 00; LeCompte, Ferdinand P CIV NAVFAC HQ, TF; Strike,
Frank CIV NAVFAC LANT, BD; Wong, Leighton CIV NAVFAC PAC, BO; Messock, Richard
CIV NAVFAC ESC, BO; Mrgudic, Tony J CIV NFELC, BD; Estes, Edward R CIV Navy Crane
Center; Torres, Sarah CIV NAVFAC HQ, TF

Subject: RE: NAVFAC EEO Program Assessment (ACTION)
Attachments: Part G DON.DOC; POAM FY11 MD 715 only.doc; DON MD715 REPORT CHECKLIST.DOC
Signed By: michelle.laduca@navy.mil

Admirals, Skippers: 1It's that time of the year again where we have the opportunity to move
the EEQ program ahead to the goal of making NAVFAC the "Model EEO Program."” This year, 30
June starts the season for our annual requirement to submit the EEO MD-715 report to the
Office of Civilian Human Resources (OCHR). It is the basis of NAVFAC's EEO Program
Assessment conducted annually by the Office of the Assistant Secretary of the Navy (Manpower
and Reserve Affairs). Your accomplishments on how well your command is performing should be
annotated in this year's report. In addition, preparation of the report can help each
command identify opportunities to improve their EEQ program and address those opportunities.
Echelon III reports are due to HQ no later than 4 September 2012. Echelon IVs should submit
directly to their respective Echelon III to support the consolidated submission with a copy
to the CDEEOO at HQ no later than 3 August 2012.

Last year, with your support, we were able to submit the final report on time. We'd like to
continue that trend even with the earlier due date required to OCHR driving our due date much
earlier as well. Please ensure your report is received at HQ on or before the 4 September
deadline so we can review and consolidate the report and submit it in a timely manner.

The FY11l ASN (MRA) Assessment and Scorecard of NAVFAC's EEO Program will be provided by
separate cover to your staffs as soon as we receive it. Barrier Analysis is improving, but
more barrier analysis by supervisor/managers has to be conducted and addressed in your
submission - additional guidance for these areas is available from the HQ CDEECO. The format
and guidance for submission of this report is available at
http://www.eeoc.gov/federal/directives/md715.cfm and DON CHRM Subchapter 1684 - "Guide for
Conducting an Effective Barrier Analysis.”

Thank you for your assistance in timely submission of this critical report. I know that
we've accomplished a lot in this area and we continue to receive tremendous support and
commitment for EEQ and diversity. 1It's important that NAVFAC's report reflects this.

HQ point of contact is Mr. Leo LeCompte, CDEEOO at 282-685-9823 (DSN 325-9023).

V/R,

M. C. La Duca

CAPT, CEC, USN

Director of Total Force

Acting Chief Management Officer

Naval Facilities Engineering Command HQ
{202) 685-9268



i

.l Naval Facilities Engineering Command

EEO Program Status

Report
FY 2012

Organizational Chart

Attachment 3




‘ssoaulbu3z jeuoibay

{74 "@pAuoSyIEr

1SRIYINOS JYAAYN

[l DR RLS]
1S3MPIW DY JAVN

|asuno?n.
Jaauibu3 jaiyn-

132140
uoljewIoju| JaIy .

juawabeuep [eloueul .

jejuatuuolIAUT.
sjuawsaosduwy jeyden.

Bunaawbug
Aouabunuon.

Aeuoyypadx3.
juawaBeuey 19585y,

SE pajey-jenp ale siepuewwon

Buueau)bug sanyioeg "siesu|bug uopisinboy.

J99|4 Se aAJas 0S|B SI8PUBLIWIOY A sopde :§8uf Joddn
Jyoed pue sjueny Jv4AVYN s o e S

SHIOA NN~
‘Saur] sseulsng

HSEM 2RIBANG
1SAMUHON DY IAYN

UedEr "EYISOHOA oBaiq ueg
15¥3 104 DY JAYN 1SS0S DY JAYN

weng 2a
SEURIEW IV SAYN uo)buiysesy DY JAYN

IH Jonuy |irag OO
IEMEH DY JAYN UCIE-PIN JY4AYN
he HED
H tequeH 12ag BA MIOpON SWiBUNH Lod
31984 Y IAYN Mueny Ay IAUN -oa_._.n-ﬁ.._sn_ _-c_ " ..a._uw Etu.__n____az?-z

¥

'2'g uoibuiysep
DH JVJAYN

L T rmeeme—

pUBLILLICD BuisaUu|BuD sy [BARN

puBLIWO)
uonisinbay/buesuibug |eqoio




.l Naval Facilities Engineering Command

EEO Program Status
Report
FY 2012

[

Copy of DON Form Listing
Subordinate Activity
Report Submissions

Attachment 4

)




NAVFAC
FY 2012 EEO Program Status Report
Subordinate Commands (Echelon 111)

[ NAVFAC LANT HRO/EEO Norfolk

NAVFAC PAC 2516 HRO/EEO Hawaii
NFELC 514 HRO/EEQO San Diego
NESC 494 HRO/EEO San Diego

NCC 77 HRO/EEQ Norfolk
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FY 2012 Reasonable Accommodation POC
Naval Facilities Engineering Command

FY 10 POC
 Submitted-
. Name
NAVFAC Atlantic, Norfolk, VA | (757) 322-4849 | Scott.glover@navy.mil Scott Glover
NAVFAC Pacific, Pearl Harbor, (808) 472-1084 Wendy.nakata@navy.mil Wendy Nakata

Hl

NAVFAC Europe & Southeast Buryis.Robinson(@eu.navy.mil Burvis Robinson
Asia, Naples, ltaly Mike Carrancho
NAVFAC Far East, Yokosuka, Gerald. Taitano(@fe navy.mil Gerald. Taitano
Japan

NAVFAC Hawaii, Pearl Harbor, (808) 471-3926 Lansing.sugita@navy.mil Lansing Sugita
Hl

NAVFAC Marianas, Guam (808) 472-1084 Wendy Nakata

NAVFAC Mid-Atlantic, Norfolk,
VA

(757) 445-4829
x3237

Frank.thiemann@navy.mil

Frank J. Thiemann

NAVFAC Midwest, Great Lakes,
IL

(847) 688-2600
x270

Penny.manczko@navy.mil

Penny Manczko

NAVFAC Northwest, Silverdale, | 360-396-0872 Robert.skjonsby@navy.mil Robert Skjonsby
WA

NAVFAC Southeast, 904-452-6224 Diana.shider@navy.mil Diana Shider
Jacksonville, FL

NAVFAC Southwest, San Diego, | (619) 532-1229 Lisa. mott{@navy.mil Lisa Mott

CA

NAVFAC Washington, DC

202-685-3018

Gwendolyn.wooley@navy.mil

Gwendolyn Wooley

NFELC, Port Hueneme, CA 805-982-6519 mark gatanti@navy.mil Mark Gatanti
NFESC, Port Hueneme, CA 805-982-1093 Richard. messock{@navy.mil Richard Messock
Navy Crane Center, Norfolk, VA | 757-967-3810 Edward.estes@navy.mil Edward R Estes
Naval Facilities Institute, Port (805) 982-2892 Linda.gray@navy.mil Linda Gray

Hueneme, CA
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EEOC FORM
715-01
PARTH-1

U.S. Equal Employment Opportunity Commission
FEDERAL AGENMCY ANNUAL
EEO PROGRAM STATUS REPORT

L

Naval Facilities Engineering Command FY 12

STATEMENT of
MODEL PROGRAM
ESSENTIAL ELEMENT
DEFICIENCY:

NAVFAC continues to make significant progress in aligning our EEQ Program. We wili continue the
momentum to move our program forward through the consistent execution of established policies and
processes at all levels of the agency. To further enhance the DON EEO Program, adjustmants will be
made to existing policies and processes, as neaded, and new ones developed and implemented. In FY
2012, the following program deficiencies will be addressed:

Essential Element B: Integration of EEQ into the Agency’s Strategic Mission.

The technical competency of the achelon Personnel Resources and Programs Manager PRP Staffs
acting as EEO officials and supported by HRO/DEEQOs needs to be strengthened so they can
effectively carry out their duties and responsibilifies (with an emphasis on barrier analysis).

Echelon IIT PRP Command Deputy EEQ Officers (CDEEQQ) and Deputy EEO Officers
(DEEQQ) do not consistently brief EEO Officers and other top management officials on the
effectiveness, efficiency and legal compliance of their local EEC programs (will be
addressed with the related deficiency identified above).

Essential Element C: Management and Pregram Accountability.

Regular EEQ updates to activity fevel EEO Officers and Management, supervisor, and
officials are not consistently provided (will be addressed with the related deficiency
identified in Element B). EEO program officials do not consistently involve stakeholders in
barrier analysis efforts, to include the development and implementation of EEQ Plans (will
be addressed with the related deficiency identified in Element B). Commands/activities
have not all established schedules to review their merit promotion, employee recognition
and development/training programs, to include a report of resuits (will be addressed with
the related deficiency identified in Element B).

Essential Element D: Proactive Prevention

Stakeholders at the command and activity levels are not consistently involved with barrier
analysis efforts, to include the development and implementation of EEQ Plans (will be
addressed with the related deficiencies identified in Elements B and C).

Trend analyses of the effects of management/personnel policies, procedures and
practices, to include a report of results, are not consistently performed (will be addressed
with the related deficiencies identified in Elements B and C).

Essential Element E: Efficiency

Some EEO practitioners do not have adequate training and/or the experience to conduct
the analyses required by MD-715 (will be addressed with the related deficiencies
identified in Elements B and C).

The timeliness of pre-complaints and formal complaints processing continues to need
improvement (will be addressed with the related deficiencies identified in Elements B and
C).

OBJECTIVE:

To ensure that EEQ practitioners at the command/activity levels and stakeholders
successfully execute their respective roles for implementing an effective EEC Program by:
a. Ensuring that all EEO practitioners possess the requisite competencies to accomplish
their program responsibilities, e.g., barrier analysis, discrimination complaints processing.
b. Providing regular briefings to EEQ Officers and supervisors/managers on the status of
their EEO programs.

c. Involving stakeholders in barrier analysis efforts.

d. Reviewing employment programs, poiities, procedures and practices, and

reporting the results of these reviews,




RESPONSIBLE OFFICIAL:

Commanders and Commanding Officers , CDEEOGs, DEEQOOs, other Senior Leadership,
and Personnel Resources and Programs {PRP) Manager

DATE OBJECTIVE
INITIATED:

January, 2011

TARGET DATE FOR
COMPLETION OF
OBJECTIVE:

30 September 2012

PLANNED ACTIVITIES
TOWARD COMPLETICN
OF OBJECTIVE:

September 2011
(specific target dates
and action officers
identified with
individual planned
activities}

To ensure that all EEO practitioners and relevant stakeholders
successfully execute their respective roles for implementing an effective EEO
Program.

a. Partner with CNIC HRO to develop and improve the technical competencies of the
EEOQ/HR community. Target Date: September 2012, Action Officer: NAVFAC CDEEOO and
CNIC COEEQO

(1) Continue with training on barrier analysis, complaints processing and reasonable
accommodation procedures.

(2) Continue with training EEQ for HR Professionals course training.

b. Provide oversight, direction and guidance and to hold commands accountable for the
effective management of their EEO Program. Target Date: September 2012, Action
Officer: CDEEQO

(1) Hold commands accountable for ensuring that activities and servicing EEO offices
submit complaint files to EEOC in a timely manner

(2) Issue EEQ Program scorecards to comwmands (based on FY 2011 program efforts and
annual program status report submissionsg)

(3) Conduct on-site validation visits.

(4) Schedule monthly meetings with PRP Managers.

¢. Commands will certify that regular EEQ program updates are provided to all EEOQ
Officers and managers/supervisors to include dates and topics discussed. Target Date:
July 2012, Action Officer: PRP Manager & DEEOOs.

d. Commands will provide documentation that stakeholders at all levels are invoived in
barrier analysis efforts. Target Date: September 2012, Action Officer: PRP Managers and
DEEQOs.

e. Commands will provide documentation that a command-wide review of employment
programs {merit promotion, awards, employee development) was accomplished and
report results. Target Date: September 2012, Action Officer: PRP Managers, DEEQOs,
supervisors/managers, Human Resources practitioners

f. Commands will provide documentation that a command-wide trend analysis of the
effects of management/personnel policies, procedures and practices was accomplished
and report the results. Target Date: September 2012, Action Officer: PRP Managers,
DEEOOs, supervisors/managers

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TCO OBJECTIVE

As per conversation with DON EEQ Program Director, the new CDEEOQOO made significant modifications to
FY10 MD-715 report to focus on significant issues pointed out in the EEQ Scorecard from FY10 and last
vear's report for FY11. Consider all items not addressed in this year’s identified barriers to be insignificant
or parked in the “parking tot” until such time as allows.

Consider Plan #1 Closed due to the new HRO delivery system te be implemented FY13.




EEQC FORM
715-01
PART H -2

U.S. Equal Employment Qpportunity Commission
FEDERAL AGENCY ANNUAL
EEQ PROGRAM STATUS REPORT

Naval Facilities Engineering Command

STATEMENT of Insufficient staffing at Echelon III and IV Commands with large areas of
MODEL PROGRAM Responsibility and possible insufficient staffing at HROs to meet all the
ESSENTIAL ELEMENT requirements and expectations for Model EEC Program.

DEFICIENCY:

OBJECTIVE: Review workforce requirements and staffing at HROs and Echelon III and IV

Commands to perform essential tasks.

RESPONSIBLE OFFICIAL:

Commanders and Commanding Officers, other Senior Leadership, PRP Managers,
DEEQQs, and CDEEQQ

DATE CBJECTIVE INITIATED:

January 2011

TARGET DATE FOR
COMPLETION OF OBJECTIVE:

30 September 2012

PLANNED ACTIVITIES TOWARD
COMPLETION OF OBJECTIVE:

January, 2010: HQ EEOO met with CNIC to review support levei within the EEQ
Program. Since NAVFAC does not have any of its own HROs, all Echelon II, I1I,
and IV commands must rety on CNIC HROs to provide support. It is not clear if
CNIC has sufficient staff and does not provide the support or whether CNIC HROs
are under-staffed. The assumption is that CNIC would provide the support if they
were able, so they are under-staffed. Since NAVFAC pays for this service, HQ and
subordinate commands must be more aggressive in demanding adequate support.

March, 2010: Based on initial HQ meeting with CNIC, EEOO develop a plan and
guidance for Echelon III and IV commands to meet with their servicing HROs to
discuss needed levels of support for the EEOC pregram. Based on these
discussions, Commands must then review internal staffing leveis to determine
adeguacy for full implementation ¢f all aspects of 2 Model EEO Program.

August 2011: NAVFAC, after approval from DON, started to meet with the DON HR
Service delivery steering committee for the “new” service delivery of NAVFAC and
other echelon II commands take the HRO/EEQ service delivery back.

November 2011: CDEEQO provide input to the HR service delivery team to
sufficiently staff the EEO areas of the new NAVFAC HROs.

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE

CDEEQOO has been engaged with the DON EEO team and the NAVFAV HR Service delivery teams to properly
address the recovery of the HRO/EEQO back to NAVFAC.

Consider Plan #2 closed due to the new HRO delivery system to be implemented in FY 13,




EEOC FORM
715-01
PARTH-3

U.S. Equal Employment

ritunity Commission
FEDERAL AGENCY ANNUAL
EEO PROGRAM STATUS REPORT

i

Naval Facilities Engineering Command

FY 12

STATEMENT of Senior Leadership is not consistently briefed on NAVFAC's progress in the
MODEL PROGRAM recruitment of people with individual with targeted disabilities and in recruitment
ESSENTIAL ELEMENT of groups with low participation rates (Hispanics, African Americans, American
DEFICIENCY: indians, and Females).

OBJECTIVE: Senior leadership will be updated quarterly on NAVFAC’s progress in the

recruitment of individuals with targeted disabilities and recruitment of groups with
low participation.

RESPONSIBLE OFFICIAL:

Commanders, Commanding Officers, CDEEQOQO, DEEQQ, other senior leader, and
PRP Managers

DATE OBJECTIVE INITIATED:

January, 2011

TARGET DATE FOR
COMPLETION OF OBJECTIVE:

30 September 2012

PLANNED ACTIVITIES TOWARD
COMPLETION CF OBJECTIVE:

January, 2012: Utilize Part 1 format for updates at guarterly briefings to include
objectives and progress towards target dates and accomplishments.

January 2012: Commence quarterly or monthly briefings.

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE

Strides have been made in area. As a result of the CDEEOO Stale of EEQ and Program Update Briefs to the
Chief and NAVFAC senior leadership and MD-715 Vaiidation Visits, NAVFAC Commanders and Commanding
Officer now receive routine EEO Program updates including NAVFAC’s progress in recruitment of IWTD
and groups with low participation. Echelon III and IV commands will continue to make efforts in this area.

Consider Plan #3 closed. Senior leadership has been consistently briefed on the progress in the
recruitment of IWTD and in the recruitment of groups with low participation rates.




EEQC FORM
715-01
PARTH-1

U.S. Equal Employment Qpportunity Commission
FEDERAL AGENCY ANNUAL
EEO PROGRAM STATUS REPORT

Naval Facilities Engineering Command FY 13

STATEMENT of
MODEL
PROGRAM
ESSENTIAL
ELEMENT
DEFICIENCY:

NAVFAC continues to make significant progress in aligning our EEO
Program. We will continue the momentum to move our program forward
through the consistent execution of established policies and processes at all
levels of the agency. To further enhance the DON EEO Program,
adjustments will be made to existing policies and processes, as required
and new ones developed and implemented. In FY 2013, the following
program deficiencies will be addressed:

Essential Element E: Efficiency

EEQ investigations are not completed within the applicable prescribed
time frame. CNIC controlled HRO are at COL Level 4 and IRD.

Reasonable resources for the discrimination complaint process to ensure
efficient and successful operation in accordance with 29 C.F.R.
1614.102(a((1) are not provided because NAVFAC is serviced by local
CNIC HROEEQ offices. CNIC is a COL Level 4 resulting in insufficient
resources to ensure timely processing of complaints.

Recruitment efforts and the analysis of those efforts have not been tracked
to identify potential barriers in accordance with MD-715 and DON
standards because applicant flow data has not been available. The Office
of Personnel Management USA staffing tool which is DON’s interim
recruitment solution includes the capability to track applicant flow data.

OBIECTIVE:

Oversee the implementation of a new EEO service delivery model across
the enterprise in April 2013 which will give the EEO Officers (EEQQ) total
responsibility for the establishment and maintenance of a Model EEO
Program at the Command or Activity level. This new service delivery
model is more streamlined with the service providers owned by their
respective major commands, ensuring alignment and accountability of the
command program.

RESPONSIBLE
OFFICIAL:

Commanders and Commanding Officers , CDEEOQOs, DEEOOs, other
Senior Leadership, and Personnel Resources and Programs (PRP) Manager,
and DON




DATE OBJECTIVE | August, 2011

INITIATED:

TARGET DATE 30 September, 2013

FOR

COMPLETION OF

OBJECTIVE:

PLANNED 1. Provide oversight, direction and guidance and hold commands
ACTIVITIES accountable for the effective management of their EEO program and for
TOWARD ensuing that investigations are completed within the applicable prescribed
COMPLETION OF | time frames.

OBJECTIVE:

2. Accountability Measures - Establish EEO Program score cards to
commands based on FY 13 program efforts and annual program status
report submissions. Continue on-site validation/assist visits.

3. Require commands to provide documentation that they have conducted a
thorough analysis of applicant flow data when it becomes deployed in FY
13 through the USA staffing tool to identify potential barriers.

4. Training and Development of Technical Competencies - Develop an
“NAVFAC EEO Community Management Plan” to ensure EEO
Professional Competency.

5. Lines of Authority and Communication - Develop a NAVFAC
EEO/Diversity Strategic Plan for successful stand-up of EEO Specialist at
new HROs.

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE
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EEQC FORM U.S. Equal Emptoyment %ommky Commission

715-01

FEDERAL AGENCY ANNUAL

PART -1 EEO PROGRAM STATUS REPORT

Naval Facilities Engineering Command

FY 12

STATEMENT OF CONDITION THAT WAS A
TRIGGER FOR A POTENTIAL BARRIER:

The disparity between Hispanic men and women,
African American, and females in NAVFAC civilian
workforce and the civilian labor force (CLF) is
significant.

Females: 25.30% (CLF: 46.80%)

African American Females: 3.58% (CLF: 5.7%)
Hispanic Males: 3.92% (CLF: 6.2%)

Hispanic Females: 1.78% (CLF: 4.5%)

BARRIER ANALYSIS:

Provide a description of the steps taken and data
analyzed to determine cause of the condition.

Reviewed workforce statistics
Reviewed recruitment statistics
Reviewed complaint statistics

Over the last several years, NAVFAC has reported a
consistent trend of a low participation rate of
Hispanic males and females in their appropriated
fund workforce. This same trigger is consistent at the
DON level. A review of FY 2011 Table A6 indicates
a low participation rate of Hispanic males in all of
our major occupations. Based on a review of Table
A-4, some commands also reported a trigger for a
potential barrier with respect to the career
progression of Hispanic males and females.

STATEMENT OF IDENTIFIED BARRIER:

Provide a succinct statement of the agency policy,
procedure or practice that has been determined to
be the barrier of the undesired condition.

Most commands have conducted some data
analysis yet they still experience difficulty in
determining their next steps in the barrier analysis
process. Our FY 2012 planned activities will
continue our focus on more in-depth barrier analysis
efforts at the echelon Ill and IV levels. We expect
that these planned activities will result in the
identification of any/all specific barriers in agency
policies, practices and procedures and the
development of effective barrier elimination plans.

OBJECTIVE:

State the alternative or revised agency policy,
procedure or practice to be implemented to correct
the undesired condition.

Provide commands with a framework for conducting
a more in~depth investigation to uncover the
underlying cause(s) of triggers to pinpoint specific
barriers in policies, practices or procedures that may
be impeding the participation of Hispanic males and
females in the NAVFAC workforce.

RESPONSIBLE OFFICIAL:

Commanders, Commanding Officers, CDEEOQOQO,
DEOOQOs, PRP Managers, hiring officials, supervisors
and managers, senior level managers involved in
barrier analysis efforts.

DATE OBJECTIVE INITIATED:

1 February, 2012

TARGET DATE FOR COMPLETION OF

30 September, 2012




EEOC FORM

715-01 EEOQ Plan To Eliminate Identified Barrier

PART |-1

PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE:

TARGET DATE
(Must be specific)

Echelon lll and IV commands will conduct and report the results of their
analysis of the occupational group data that comprises the majority of
their workforce against the RCLF of Hispanics in these same groups.
Responsible Official: CDEEQOs, DEEQOQOs, HROs, supervisors and
managers, senior level managers involved in barrier analysis efforts

July 31, 2012

Echelon lll and IV commands will conduct and report the results of their
analysis of major

occupation data where there is a low participation of Hispanic male and
females. Responsible Official: DEEOOs, PRFP Managers, HROs,
supervisors and

managers, senior level managers involved in barrier analysis efforts

July 31, 2012

Echelon ill and IV commands will conduct a thorough review of their
recruitment and

hiring practices, policies and procedures (includes, but is not limited, to a
review

of recruitment efforts [where, how, results, etc.], how positions are
advertised, hiring authorities used, selection factors, area of
consideration, etc.), report findings and describe their next steps in the
analysis process (to include the identification of the specific barrier(s) and
development of effective barrier elimination plans).

September 30, 2012

Echelon |1l and IV commands will conduct a thorough examination of
promotion policies,

practices and procedures (includes, but is not limited, to a review of how
positions are advertised, criteria for promation, selection factors, area of
consideration, hiring authorities, etc.) to determine if there are any barriers
that may be impeding the career progression of any group(s; report
findings; and describe their next steps in the analysis process (to include
the identification of the specific barrier(s) and development of eflective
barrier elimination plans).

September 30, 2012

Echelon Ill and IV commands will conduct trend analyses of accessions
and separations by ERl/gender/disability; report findings; and describe
next steps in the analysis process (to include the identification of the
specific barrier(s) and development of effective barrier elimination plans).

September 30, 2012

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE

As the goal of improving the cadre of applicant to be more diverse, it is not the intention to
suggest that NAVFAC was working towards “targets” in recruitment other than IWTD. 1t is very

clear that EEQ is not about achieving a desired ‘'number’ for certain groups .Last years The RCLF

was utilized 1o review the progress or lack of in determining needs to improve outreach in its
recruitment efforts. The workforce is beginning to understand the differences between diversity

and equality of opportunity.




Barrier anaiysis efforts are ongoing and incremental progress in identifying previously identified
barriers to equal employment opportunity is being made. This will be reviewed and monitored
closely as the new HRO service delivery system is implemented.




EEOCC FORM
715-01
PART -3

U.S. Equal Employment Opportunity Commission
FEDERAL AGENCY ANNUAL
EEO PROGRAM STATUS REPORT

Naval Facilities Engineering Command

FY 12

STATEMENT OF CONDITION THAT WAS A
TRIGGER FOR A POTENTIAL BARRIER:

Provide a brief narrative describing the condition at
issue.

How was the condition recognized as a potential
barrier?

NAVFAC intern programs hires lacked diverse
participation.

Limited movement in the hires in groups with low
participation rates.

NAIP:

7 persans with disabilities

Females: 31%

Hispanics: 3%

African Americans: 6.5%

PDC: 1 Individual with a Targeted Disability

BARRIER ANALYSIS:

Provide a description of the steps taken and data
analyzed to determine cause of the condition.

Reviewed results from FY10 and FY11 recruiting
events and use of Naval Acquisition Intern
Program, Naval Acquisition Associates Program,
Disabled Veterans Initiative Acquisition Intern
Program and Workforce Recruitment Program.

STATEMENT OF IDENTIFIED BARRIER:

Provide a succinct statement of the agency policy,
procedure or practice that has been determined to
be the barrier of the undesired condition.

Not maximizing the use of all available career
development programs and hiring flexibilities.

OBJECTIVE:

State the alternative or revised agency policy,
procedure or practice to be implemented to correct
the undesired condition.

Senior leadership will encourage the use of the
various programs and flexibilities especially the
Workforce Recruitment Program and the Disabled
Veteran's Naval Acquisition Intern Program

RESPONSIBLE OFFICIAL:

Commanders, Commanding Officers, CPP,
CDEEQOQ, DEEOQ, NFI Leadership, PRP
Managers

DATE OBJECTIVE INITIATED:

January, 2011

TARGET DATE FOR COMPLETION OF
OBJECTIVE:

30 September 2011




EEOC FORM

715-01 EEQ Plan To Eliminate ldentified Barrier

PART -3

PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE:

TARGET DATE
(Must be specific)

Highlight Special Hiring programs and hiring flexibilities for ali
Commanders and Commanding Officers, and other senior leadership.

January, 2011

Distribute applicants for Workforce Recruitment Program (WRP) and DVI-
NAIP on a monthly basis.

January 2011

Review results of all career development programs on a quarterly basis.

March, June, September,
2011

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE

Consider Plan |-3 Closed.

With the current intern situation, consider this plan to be held in the “parking lot for more
analysis as the intern programs have under gone a major change in policy and the need to focus

on major items. Will re-address in the next report.




EEOC FORM
715-01
PART -5

U.S. Equal Employment Opportunity Commission
FEDERAL AGENCY ANNUAL
EEO PROGRAM STATUS REPORT

Naval Facilities Engineering Command

Fy 12

STATEMENT OF CONDITION THAT WAS A
TRIGGER FOR A POTENTIAL BARRIER:

Provide a brief narrative describing the condition
at issue.

How was the condition recognized as a potential
barrier?

Low participation rates for females, Hispanics,
African Americans and Individuals with Targeted
Disabilities in senior level positions.
Executive/Senior Level (GS 15 and Above)
Hispanic Males: 3.7%

Hispanic Females: 2.65%

African American Males: 3.17%

African American Females: 0.0%

IWTDs: 1.47%

BARRIER ANALYSIS:

Provide a description of the steps taken and data
analyzed to determine cause of the condition.

Findings are consistent with the following data
sources:

FY-11 workforce profiles.
Analysis of statistical workforce data in DART.
NCLF statistics.

Reviewed MD-715 A tables data. Reviewed current
leadership development programs.

STATEMENT OF IDENTIFIED BARRIER:

Provide a succinct statement of the agency policy,
procedure or practice that has been determined to
be the barrier of the undesired condition.

Traditionally pipelines to career development
programs lacked diversity.

OBJECTIVE:

State the alternative or revised agency policy,
procedure or practice to be implemented to
correct the undesired condition.

- Continue to educate managers and supervisors
on the command philosophy of maintaining a
diversified workplace.

- Provide developmental programs for career
growth to the

upper level positions

- Collaborate with Community Management to
ensure the

workforce is properly trained in order to apply for
career

development programs

RESPONSIBLE OFFICIAL:

Commanders, Commanding Officers, Senior
Leadership at all levels of the Command, Total
Force, CDEEOO, DEEQOs, and PRP Managers.

DATE OBJECTIVE INITIATED:

1 November 2010

TARGET DATE FOR COMPLETION OF
OBJECTIVE:

30 September 2013




EEOC FORM
715-01 EEO Ptan To Eliminate Identified Barrier
PARTI-5

TARGET DATE

PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE: gt
{Must be specific)

Monitor workforce demographics data for upward mobility , retention,
recruitment, workforce

statistics FY 12 Quarterly

Develop and disseminate workforce demographics profiles to
managers/supervisors to keep abreast of workforce statistics within their
cognizant area

FY-12 Quarterly

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE

- During this period, several women have applied and were accepted in the NAVFAC MIDLANT leadership
development programs. The Emerging Leader Program, NAVFAC Executive Institute (NEI1 thru 3), and
Leadership Development Program are available to GS and WG employees. These programs provide the
employees the tools to become more productive and qualify for positions of greater responsibilities. Out of
cadre of 30 candidates, seven women graduated from the Emerging Leadership Program {ELP).

- MIDLANT recruited for 20 employees for the MIDLANT Apprentice Program. Through this recruitment
effort, three women were selected for the Blue Collar positions (Air Conditioning. Electrician, &
Automotive)

- At the GS-15 level, four positions were vacated in FY -11 and two (50%) of these were filled with women.

This planned activity Part I-5 is on-going and will continue to be addressed by further analysis at
the Echelon Ill and IV levels as the new HRO service delivery system Is implemented.




EEOC FORM
715-1
PARTI-6

U.S. Equal Employment Qpportunity Commission
FEDERAL AGENCY ANNUAL
EEO PROGRAM STATUS REPORT

Naval Facilities Engineering Command

FY 10

STATEMENT OF CONDITION THAT WAS A
TRIGGER FOR A POTENTIAL BARRIER:

Provide a brief narrative describing the condition at
issue.

How was the condition recognized as a potential
barrier?

Low participation overseas by some diversity
groups, especially IWTD.
EURAFSWA:0.49%

FE: 0.0%

Guam: 0.21%

BARRIER ANALYSIS:

Provide a description of the steps taken and data
analyzed to determine cause of the condition.

Review of Workforce tables for Overseas
Commands

STATEMENT OF IDENTIFIED BARRIER:

Provide a succinct statement of the agency policy,
procedure or practice that has been determined to
be the barrier of the undesired condition.

Condition: Required DOD overseas screening
practices prevent personnel with certain disabilities
from being eligible to deploy to some overseas
locations. Individual commands cannot make
reasonable accommodation if the overseas facilities
are not accessible. This makes mirroring CLF at
overseas locations difficult to maintain. All locations
do not have extensive medical care available.

OBJECTIVE:

State the alternative or revised agency policy,
procedure or practice to be implemented to correct
the undesired condition.

Promote vacancies stateside and recruit utilizing
websites that offer a diversity of candidates. On a
recurring basis, remind hiring officials of the hiring
incentives available as well as career benefits of
working overseas.

RESPONSIBLE OFFICIAL:

Commanders, Commanding Officers

DATE OBJECTIVE INITIATED:

November, 2010

TARGET DATE FOR COMPLETION OF
OBJECTIVE:

30 September 2011




EEOC FORM

715-01 EEO Plan To Eliminate identified Barrier

PART1-6

PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE:

TARGET DATE
(Must be specific)

On a monthly basis distribute all overseas vacancies 1o stateside contacts

November, 2010

Use recruiting initiatives that promote vacancies at websites that provide a
diverse applicant pool.

January, 2011

Review results

March, 2011 and ongoing

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE

Consider Plan I-6 Closed. This planned activity isn't an area of concern for NAVFAC at this time.




EEOC FORM
715-01
PART ] -1

U.S. Equal Employment Opportunity Commission
FEDERAL AGENCY ANNUAL
EEO PROGRAM STATUS REPORT

Naval Facilities Engineering Command

FY 13

STATEMENT OF CONDITION THAT WAS A
TRIGGER FOR A POTENTIAL BARRIER:

The disparity between Hispanic men and women,
African American, and females in NAVFAC civilian
workforce and the civilian labor force (CLF) is
significant.

Females: 24.96% (CLF: 46.80%)

African American Females: 3.61% (CLF: 5.70%)
Hispanic Males: 3.94% (CLF: 6.20%)

Hispanic Females: 1.78% (CLF: 4.5%)

BARRIER ANALYSIS:

Provide a description of the steps taken and data
analyzed to determine cause of the condition.

Reviewed workforce statistics
Reviewed recruitment statistics
Reviewed complaint statistics

Over the last several years, NAVFAC has reported a
consistent trend of a low participation rate of
Hispanic males and females in their appropriated
fund workforce. This same trigger is consistent at the
DON level. A review of FY 2011 Table A6 indicates
a low

participation rate of Hispanic males in all of our
major occupations. Based on a review of Table A4,
some commands also reported a trigger for a
potential barrier with respect to the career
progression of Hispanic males and females.

STATEMENT OF IDENTIFIED BARRIER:

Provide a succinct statement of the agency policy,
procedure or practice that has been determined to
be the barrier of the undesired condition.

Most commands have conducted some data
analysis yet they still experience difficulty in
determining their next steps in the barrier analysis
process. Our FY 2012 planned activities will
continue our focus on more in-depth barrier analysis
efforts at the echelon Ill and IV levels. We expect
that these planned activities will result in the
identification of any/all specific barriers in agency
policies, practices and procedures and the
development of effective barrier elimination plans.

OBJECTIVE:

State the aiternative or revised agency policy,
procedure or practice to be implemented to correct
the undesired condition.

Provide commands with a framework for conducting
a more in-depth investigation to uncover the
underlying cause(s) of triggers to pinpoint specific
barriers in policies, practices or procedures that may
be impeding the participation of Hispanic males and
females in the NAVFAC workforce.

RESPONSIBLE OFFICIAL:

Commanders, Commanding Officers, COEEQO,
DEOOQOs, PRP Managers, hiring officials, supervisors
and managers, senior level managers involved in
barrier analysis efforts.

10




DATE OBJECTIVE INITIATED:

1 February, 2012

TARGET DATE FOR COMPLETION OF
OBJECTIVE:

30 September 2013

11




EEOC FORM

715-01 EEO Plan To Eliminate identified Barrier

PART -1

PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE:

TARGET DATE
(Must be specific)

Echelon Il and IV commands will conduct and report the results of their
analysis of the occupational group data that comprises the majority of their
workforce against the RCLF of Hispanics in these same groups. Responsible
Official: CDEEQOs, DEEOQOs, HROs, supervisors and managers, senior level
managers involved in barrier analysis efforts

July 31, 2013

Echelon Il and IV commands will conduct and report the results of their
analysis of major

occupation data where there is a low participation of Hispanic male and
females. Responsible Official: DEEQQOs, PRP Managers, HROs, supervisors
and

managers, senior level managers involved in barrier analysis efforts

July 31, 2013

Echelon IIl and |V commands will conduct a thorough review of their
recruitment and

hiring practices, policies and procedures (includes, but is not limited, to a
review

of recruitment efforts [where, how, results, etc.], how positions are advertised,
hiring authorities used, selection factors, area of consideration, etc.), report
findings and describe their next steps in the analysis process (to include the
identification of the specific barrier(s) and development of effective barrier
elimination plans).

September 30, 2013

Echelon |1l and IV commands will conduct a thorough examination of
promotion policies,

practices and procedures (includes, but is not limited, to a review of how
positions are advertised, criteria for promotion, selection factors, area of
consideration, hiring authorities, etc.) to determine if there are any barriers
that may be impeding the career progression of any group(s; report findings;
and describe their next steps in the analysis process (to include the
identification of the specific barrier(s) and development of effective barrier
elimination plans).

September 30, 2013

Echelon Il and 1V commands will conduct trend analyses of accessions and
separations by ERl/gender/disability; report findings; and describe next steps
in the analysis process (to include the identification of the specific barrier(s)
and development of effective barrier elimination plans).

September 30, 2013

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE

12




EEOC

FORM

715-01
PART | -2

U.S. Equal Employment Opporiunity Commission
FEDERAIL. AGENCY ANNUAL
EEO PROGRAM STATUS REPORT

Naval Facilities Engineering Command

STATEMENT OF CONDITION THAT WAS A
TRIGGER FOR A POTENTIAL BARRIER:

Low rates for Females, Hispanics, African
Americans and IWTD in senior level positions,
Executive/Senior Level (GS-15 and Above).
Females: 30.48%

African American Females: 1.07%

Hispanic Males: 4.28%

Hispanic Females: 2.67%

BARRIER ANALYSIS:

Provide a description of the steps taken and data
analyzed to determine cause of the condition.

Findings are consistent with the following data
sources: FY-12 work force profiles, analysis of
statistical data in DART, NCLF statistics, reviewed
MD_715 A tables and current leadership programs.

STATEMENT OF IDENTIFIED BARRIER:

Provide a succinct statement of the agency policy,
procedure or practice that has been determined to
be the barrier of the undesired condition.

Traditionally pipelines to career development
programs lacked diversity.

OBJECTIVE:

State the aiternative or revised agency policy,
procedure or practice to be implemented to
correct the undesired condition.

Continue to educate managers and supervisors on
the command philosophy of maintaining a diversified
wark force, provide developmental programs for
career growth to the upper level positions,
collaborate with Community Management to ensure
the work force is properly trained in order to apply for
career developmental programs.

RESPONSIBLE OFFICIAL:

Commanders, Commanding Officers, Senior
Leadership at all levels of the Command, Total
Force, CDEEOQQO, DEOOs, PRP Managers.

DATE OBJECTIVE INITIATED:

1 November, 2010

TARGET DATE FOR COMPLETION OF
OBJECTIVE:

September 30, 2013
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EEOC FORM

715-01 EEQ Plan To Eliminate ldentified Barrier
PARTI-2
PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE: TARGET DATE
{Must be specific)
Monitor and analyze work force demographics for upward mobility, October 30, 2013
retention, and recruitment. January 30, 2013
May 30, 2013
September 30, 2013
Develop and disseminate workforce demographic profiles to October 30, 2013
managers/supervisors to be cognizant of statistics within their areas. January 30, 2013
May 30, 2013

September 30, 2013

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE
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EEOC U.S. Equal Emplayment Opportunity Commission

FORM
715-01
PART (-3

FEDERAL AGENCY ANNUAL
EEO PROGRAM STATUS REPORT

Naval Facilities Engineering Command

FY 13

STATEMENT OF CONDITION THAT WAS A
TRIGGER FOR A POTENTIAL BARRIER:

Provide a brief narrative describing the condition

at issue.

How was the condition recognized as a potential

barrier?

Individuals with Targeted Disabilities (IWTD)
participation rate is below the DON goal of 2%. Their
representation in the workforce is 0.68%.

BARRIER ANALYSIS:

Provide a description of the steps taken and data

analyzed to determine cause of the condition.

Findings are consistent with the following data
sources: FY 12 workforce analysis, NCLF statistics,
analysis of statistical work force data in DART and
review of MD- 715 B tables.

STATEMENT OF IDENTIFIED BARRIER:

Provide a succinct statement of the agency
policy, procedure or practice that has been
determined to be the barrier of the undesired
condition.

Low number of accessicns of IWTD due to NAVFAC
First recruitment policy, attitudinal barriers, lack of
numeric hiring goals, under utilization of Standard
Form(SF) 256 and absence of a separate budget to
fund RA requests that are not provided by other
sources.

OBJECTIVE:

State the alternative or revised agency policy,
procedure or practice to be implemented to
correct the undesired condition.

Increase usage of other hiring authorities or revise
current NAVFAC First recruitment policy, increase
training initiatives to decrease attitudinal barriers,
establish a separate budget for RA requests, re-
survey the workforce and establish numeric hiring
goals for individuals with disabilities and IWTD.

RESPONSIBLE OFFICIAL:

Commanders, Commanding Officers, Senior
Leadership, Total Force, CDEEQQO, DEEOOS and
PRP Managers.

DATE OBJECTIVE INITIATED:

1 October, 2012

TARGET DATE FOR COMPLETION OF
OBJECTIVE:

30 September 2013

15




EEOC FORM
715-01 EEO Plan To Eliminate ldentified Barrier
PARTI-3
TARGET DATE

PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE: -
{Must be specific)

Increase training initiatives to decrease attitudinal barriers and deploy to
the workforce, resurvey the workforce requesting voluntary self- March 30, 2013
identification of a disability utilizing Standard Form (SF) 256.

Establish a separate budget for funding RA requests that are not provided
by other sources and disseminate information to the workforce and June 30, 2013

establish a process for identifying improvements and changes and update | September 30, 2013
NAVFAC BMS RA process to reflect change.”

Solicit input from major commands on how to set realistic numeric hiring

goals for individuals with disabilities and IWTD. September 30, 2013

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE
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DEPARTMENT OF THE NAVY

SPECIAL PROGRAM PLAN FOR THE RECRUITMENT, PLACEMENT AND
ADVANCEMENT OF INDIVIDUALS WITH TARGETED DISABILITIES

CERTIFICATION of ESTABLISHMENT and MAINTENANCE of a CONTINUING
SPECIAL PROGRAM and PLAN FOR THE RECRUITMENT, PLACEMENT AND
ADVANCEMENT OF INDIVIDUALS WITH TARGETED DISABILITIES

[, Ferdinand LeCompte, am the Command Deputy EEO Officer for Naval Facilities Engineering
Command in Washington, DC.

The Naval Facilities Engineering Command has a Special Program and plan for the recruitment,
placement and advancement of Individuals with Targeted Disabilities, to include identified
strategies and activities, in place.

The Naval Facilities Engineering Command has conducted an annual self-assessment of its
Section 501 programs against the essential elements of a model Special Program as outlined in
DON PART J-1 and EEO Management Directive (MD) 715. If our program and/or plan was not
fully compliant with an essential element(s), a DON PART J-2 EEO plan(s) for Attaining the
Essential Elements of a model Special program, is included in the command’s/activity's Annual
EEO Program Status Report.

The Naval Facilities Engineering Command has analyzed its workforce profiles for individuals
with targeted disabilities, DON PART J-3, and barrier analyses efforts aimed at detecting
whether any management or personnel policy, practice or procedure is operating to disadvantage
individuals with targeted disabilities are on-going. DON PART J-5 EEO plan/s to eliminate
identified barriers, if needed, is/are included with the command's/activity's Annual EEO Program
Status Report.

I certify that proper documentation of this assessment is in place and is being maintained for
DON and/or EEOC review upon request.

%Mz/p ﬁ/ 500742

S1gnature of Con{mm{d Deputy EEQ Officer/Deputy EEO Officer Date
Certifies that this Annual EEQ Program Status Report is in compliance with DON guidance/EEO
MD-715.

[

Signath ¢' ivi Officer

17 get{2
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DEPARTMENT OF THE NAVY

REPORT OF ACCOMPLISHMENTS ON SPECIAL PROGRAM PLAN FOR THE
RECRUITMENT, PLACEMENT AND ADVANCEMENT OF INDIVIDUALS WITH
TARGETED DISABILITIES

PART J

COMMAND/ACTIVITY: Naval Facilities Engineering Command FY-2012

EXECUTIVE SUMMARY

The Naval Facilities Engineering Command (NAVFAC) is committed to expansion of
opportunities for Individuals With Targeted Disabilities IWTD). In FY 11, the workforce
included 16,713 employees of whom 1,014 identified a disability and 111 identified a targeted
disability. In FY 12, the workforce included 16,276 employees of whom 1,012 identified a
disability and 110 identified a targeted disability. IWTD represented 0.66% of the workforce in
FY 11 as compared to 0.68% in FY 12, an increase in the differential rate of 0.90%. Overall,
the number of employees who had targeted disabilities decreased from 111in FY 11 as compared
to 110 in FY 12. It is the goal of the Department of the Navy (DON) to achieve a workforce
representation of 2% of individuals with targeted disabilities. NFELC had the highest
participation rate for IWTD (1.27%) followed by NAVFAC WASH at 0.95%. NAVFAC PAC,
NAVFAC FE, NCC and NFI had 0% representation of IWTD. IWTD were represented in all
occupational categories except First-Level Officials and Managers (Grades 12 and Below) and
Service Workers. IWTD were represented in all GS grades and Senior Executive Service except
GS-1-GS-3, GS-8 and GS-10. Of those identified as IWTD there were seven (2.18%) voluntary
separations and one (0.84%) in-voluntary separation as compared to FY 11 when there was one
voluntary (0.31%) and two (1.68%}) in-voluntary separations.

During FY 12 there were three (0.44%) IWTD hired as compared to FY 11 when (0%) IWTD
were hired.

NAVFAC HQ established an Equal Employment Opportunity Advisory Committee
(HQEEOAC) with a written charter to involve Senior Executive Service (SES) champions,
supervisors, managers and stakeholders in the barrier analysis of the annual Management
Directive 715 (MD-715) Report. NAVFAC HQEEOAC operates under the leadership of the
Executive Director and the guidance of NAVFAC Command Deputy Equal Employment
Opportunity Officer for the Commander, Naval Facilities Engineering Command. The
HQEEOAC is responsible for promoting EEO and diversity in the workplace and for developing
strategies and recommendations for management of equality and diversity across the HQ
Command. The HQEEOAC identifies barriers and develops strategies and initiatives to remove
barriers that impede diversity in the workforce. The goal of the team is to create a barrier-free
work environment that enables gualified applicants and employees the freedom to compete and
grow to the fullest extent.




NAVFAC recruited and appointed Special Emphasis Disability Program Managers as a collateral
duty assignment. Two were appointed for this collateral duty assignment. In addition, a Senior
Executive Service (SES) Champion, the Executive Director for NAVFAC was appointed for the
Special Emphasis Disability Employment Program. The major objective is to increase the
employment of IWTD. These senior leaders meet monthly and are responsible for analysis of
barriers and for identifying possible systemic forms of discrimination and barriers to equal
opportunity that may impede the participation of IWTD in the NAVFAC workforce.

NAVFAC provided a comprehensive block of training to managers and supervisors enterprise
wide which addressed reasonable accommodation processes and procedures, special hiring
authorities, the MD-715 and the six essential elements of a Model EEO Program, the workforce
recruitment program (WRP) and the DON goal to achieve a workforce participation rate of 2%
of individuals with targeted disabilities.

During FY 12 NAVFAC developed a comprehensive reasonable accommodation (RA) process
utilizing NAVFAC’s “Business Management System” (NAVFAC BMS) which is the
commands’ source for consistent business processes, practices and resources. It provides a
medium for sharing best practices and serves as a foundation for improving performances across
NAVFAC. In addition to consistent business processes, it provides “one-stop” access for
pertinent resources such as regulations, templates, forms, and links to other NAVFAC tools.
NAVFAC BMS promotes efficiency and effectiveness by capturing best practices and making
them accessible NAVFAC-wide. The RA process also established a RA team comprised of first
level supervisors, HR specialists, RA specialists, Office of Counsel and other staff as deemed
appropriate. This RA process was posted on the NAVFAC portal and was also made available to
the workforce through a variety of other venues.

The Special Emphasis Disability Program Managers conducted a detailed and thorough barrier
analysis of IWTD representation in the NAVFAC workforce and briefed their findings and
recommendations to other SEPM’s, EEQ staff and senior leaders in the enterprise and they were
responsible for the submission of parts of the information contained in Part J of this FY 12 MD-
715 Report. The SEPMs also identified initiatives to increase the participation and retention rates
of Wounded Warriors in the NAVFAC workforce.

Throughout the enterprise, the participation rates of IWTD is below the DON goal of 2%. Asa
result of reductions in funding and restructuring initiatives NAVFAC has a recruitment policy
(NAVFAC First) that mandates that all positions must first be announced to only current
NAVFAC employees prior to considering external sources of candidates. Some FEC’s have
experienced 0% accessions of IWTD during the fiscal year as a result of this internal recruitment
process and the limited availability of IWTD in the current NAVFAC workforce.

Planned activities for FY 13 include the following; building on the MD-715 Report barrier
analysis by supervisors and managers throughout the enterprise (HQ/echelon IIVIV), overseeing
the stand-up of the NAVFAC HRO DEEOO including ensuring that staffing vacancies are filled
and ensuring that EEO Specialists are properly trained, maintaining EEO Supervisors Training
by DCO, ensuring complaint processing timelines are met, and increasing the awareness of low
participation rates of Hispanics, Women and People with Targeted Disabilities to achieve a




Model EEO Program which embraces diversity and inclusion.




DEPARTMENT OF THE NAVY

ANNUAL ASSESSMENT OF THE COMMAND'S/ACTIVITY'S INDIVIDUALS WITH

TARGETED DISABILITIES PROGRAM (IWTD)
PART J-1

COMMAND/ACTIVITY: Naval Facilities Engineering Command

FY- 2012

1. Demonstrated Commitment from Command/Activity Leadership

Measurement
Met

Yes No

Each question marked with a no response requires completion of

a Form PART J-2,

Have you communicated your commitment to create/further
employment opportunities for IWTD within your command and
subordinate activities?

Are new supervisors briefed on your command's/activity's IWTD
Program and Plan upon promotion into the supervisory ranks?

Is information on the command/activity IWTD Program and Plan
communicated and made available to all employees?

Are managers and supervisors evaluated on their commitment to
your command's/activity's IWNTD policies, program and plan to
include:

The recruitment, placement and advancement of
individuals with targeted disabilities?

Ensuring that the Reasonable Accommodation POC is
involved in all requests for disability accommodation?

Reasonable accommeodation requests are processed in
accordance with applicable law, rule and DON
instructions,

2. Inte

ation of EEO into the Command's/Activity's Strategic Mission

Are the duties and responsibilities of your INTD Program
Manager (at the command and activity levels) clearly defined?

Does the IWTD Program Manager have the knowledge, skills, and
abilities to carry out the duties and responsibilities of your
program?

Are you and other senior management officials regularly briefed on
the status of your organization's IWTD Program and Plan?

Do you and/or senior management officials consider the possible
impact on your IWTD workforce prior to the implementation of a
newly established employment process, procedure or policy?

Are management/personnel policies, procedures and practices, €.g.,
recruitment, hiring, promotion, training, discipline, retention,
examined on a regular schedule to assess if there are any barriers to
equality of opportunity for IWTD?




Are sufficient personnel resources allocated to the IWTD program
to ensure that your command and subordinate activities annually
conduct the self-assessments and self-analyses required by EEO
MD-715 and the DON?

Are accessibility studies of your command/activity facilities
conducted on a regular cycle?

Are identified accessibility issues brought to the attention
of the facility's point of contact to ensure the timely
implementation of corrective action?

Are major building accessibility issues brought to the
attention of the appropriate point of contact to ensure the
timely implementation of corrective action?

Does your command/activity have a sufficient budget to ensure that
approved reasonable accommodation requests are fully
implemented?

(7]

. Management and Program Accountability

Are you and your subordinate management/supervisory officials
provided regular (monthly/quarterly/semi-annually) EEO updates
by EEO program officials to include the status of your
command's/activity's IWTD program, plan, issues and initiatives?

Are appropriate managers at your command/subordinate activities
included as collaborative partners in the on-going development and
implementation of PARTs J-2 and J-5 EEO Plans?

Are the reviews of your command/activity recruitment, hiring and
placement, promotion, award, training, discipline programs
performed at regular intervals to determine if there are any
systemic barriers that may impede the full participation of IWTD?

Have all your employees, supervisors and managers been informed
of the penalties for findings of discrimination resulting from
discriminatory behavior or personnel actions (to include decisions
regarding reasonable accommodation requests) based upon an
individual's disability status?

Has your command/activity, when appropriate, disciplined
managers/supervisors or employees found to have discriminated on
the basis of disability over the past two years?

If yes, cite the number of discriminatory findings and
describe the corrective/disciplinary action for each
violation.

Does your command/activity promptly (within the established time
frame) comply with third party decision/orders on disability based
claims?

After a review of your command's/activity's disability
accommodation decisions/actions to ensure compliance with
written procedures and an analysis of information tracked for
trends, problems, etc., is corrective action, if appropriate, promptly

5




initiated and implemented?

4. Proactive Prevention

Do senior managers meet with and assist the EEO Officer and/or
other EEO Program officials in the identification of barriers that
may be impeding the realization of equality of opportunity for
IWTD?

When barriers are identified for IWTD, do senior managers
develop and implement, with the assistance of the servicing EEO
office, PART J-5 EEOQ Plans to eliminate identified barriers?

Do senior managers successful implement PARTs J-2 and J-5 EEO
Plans and incorporate Plan Objectives into command/activity
strategic plans?

Are the results of trend analysis of workforce profiles, by
disability, tracked, monitored and a more in-depth analysis
accomplished when triggers for potential barriers are identified?

Are the results of trend analyses of the workforce's major
occupations, by disability, tracked, monitored and a more in depth
analysis accomplished when triggers for potential barriers are
identified?

Are the results of trend analyses of the workforce's grade level
distribution, by disability, tracked, monitored and a more in depth
analysis accomplished when triggers for potential barriers are
identified?

8-

Are the results of trend analyses of the workforce's compensation
and award distribution, by disability, tracked, monitored and a
more in depth analysis accomplished when triggers for potential
barriers are identified?

h.

Are all employees encouraged to use ADR during the reasonable
accommodation process, as needed?

5. Efficiency

Does your servicing EEO Office employ personnel with adequate
training and experience to conduct the disability analyses required
by MD-715 and DON instructions?

Has your command/activity implemented an adequate data
collection and analysis systems that permit tracking of the
disability information required by MD-715 and DON instructions?

Has the designated Reasonable Accommodation point of contact
been provided adequate training and has the experience to assist in
processing reasonable accommodation requests in accordance with
DON instructions?




Does your command/activity have an adequate process/system for
tracking/monitoring the timely processing of reasonable

d. accommodation requests?
Does your command/activity conduct an appropriate analysis of
disability complaints and implement recommendations for
€. corrective action, if needed?
Are complaints of discrimination raising the basis of disability
processed within the guidelines and timeframes identified in the
f. DON Discrimination Complaints Manual?
6. Responsiveness and Legal Compliance

Does your command/activity submit timely and complete
responses to the DON with respect to reporting requirements, data
calls, request for information, etc., regarding the FIWTD Program

a. and Plan?
Is your command's/activity's IWTD Program and Plan established
and maintained in accordance with law, EEOC and DON

b. guidance/instructions?




DEPARTMENT OF THE NAVY

EEO PLAN TO ATTAIN THE ESSENTIAL ELEMENTS OF AN INDIVIDUALS WITH

TARGETED DISABILITIES PROGRAM
PART J-2ITEM 1

COMMAND/ACTIVITY: Naval Facilities Engineering Command FY-2012
STATEMENT OF The Command Deputy EEO Officer and some DEEOOs/PRP Managers have not met regularly with
'WTD PROGRAM command senior management officials to brief on targeted disability barriers.

DEFICIENCY:

Set up a regular schedule to brief Command Leadership on IWTD

OBJECTIVE:
Commanders, Commanding Officers, Command Deputy EEO Officer, Deputy EEO Officers, & PRP
OFFICIAL(S):
10/1/2011
DATE OBJECTIVE
INITIATED:
TARGETDATE FOR | 9/30/2012
COMPLETION OF
OBJECTIVE:
TARGET DATE (MUST
PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE: BE SPECIFIC)
Brief senior managemant of requirements 1/31/2012
Scheduls and continue/or start conduct briefings 31/2012
Per the President’s new E.O. and new DON policy, commands will establish a SES or Senior leader
Champion to increase the hiring of individuals with disabilities. 6/30/2012

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE:

This planned activity is completed. Senior Jeaders were consistently briefed in FY 12 and SES Champions were appointed for the IWD

SEP




DEPARTMENT OF THE NAVY

EEO PLAN TO ATTAIN THE ESSENTIAL ELEMENTS OF AN INDIVIDUALS WITH TARGETED DISABILITIES PROGRAM

PART J-2 ITEM 2

COMMAND/ACTIVITY: Naval Facilities Engineering Command

FY-2012

STATEMENT OF IWTD
PROGRAM

Senior Leadership is not regularly briefed on NAVFAC's progress in hiring and advancement of people with

DEFICIENCY: targeted disabilities.

QOBJECTIVE: Senior laadership will be updated quarterly on NAVFAC’s progress in hiring and advancement of IWTD
RESPONSIBLE Commanders, Commanding Officers, Command Deputy EEQ Officer, Deputy EEQ Officers, and PRP
OFFICIAL(S): Managers

DATE OBJECTIVE

INITIATED: 11/2011

TARGET DATE FOR

COMPLETION OF

OBJECTIVE: 9/30/2011

PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE:

TARGET DATE (MUST BE SPECIFIC)

11/2012
Establish format and informational requirements for quarterly briefings to include EEQ
objectives and progress.
Commence briefing 2"° quarter FY 11 3/1/2012
Per the President's new E.Q. and new DON policy, commands will establish a SES or 1/30/ 2012

Senior leader Champion to increase the hiring of individuals with disabilities.

This planned activity is completed. Senior leadership was consistently briefed in FY 12 and a SES Champion was agpointed for the

IWD SEP Program.




DEPARTMENT OF THE NAVY

EEO PLAN TO ATTAIN THE ESSENTIAL ELEMENTS OF AN INDIVIDUALS WITH TARGETED DISABILITIES PROGRAM

PART J-2 ITEM 3
COMMAND/ACTIVITY: Naval Faciiities Engineering Command FY- 2012
STATEMENT OF IWTD
PROGRAM
DEFICIENCY: Supervisors and Managers are not consistently involved with barrier analysis.
Deputy EEO Officers will share FY11 NAVFAC Barrier Analysis with Busingss Line, Support Line, and
Operational leaders for distribution to lower level managers at HQ and at each ECH 111, ECH IV, PWD, and
ROICC. All NAVFAC managers will be invited to provide comment and additional ideas. Deploy
OBJECTIVE: Introduction to Barrier Analysis training course when received.
RESPONSIBLE Commanders, Commanding Officers, SES, other Senior Leadership and Deputy EEO Officers, PRP
QFFICIAL{S): Managers
DATE OBJECTIVE
INITIATED: 17172011
TARGET DATE FOR
COMPLETION OF
OBJECTIVE: 9/30/2012

PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE:

TARGET DATE (MUST BE SPECIFIC)

January 2011. Review triggers and barriars based on workforce data.

1711/2011

April, 2011: DEEOO/PRP Manager solicits input from lower level managers.

4/1/2011

March 2011: Commands submit plans to invoive managers and supervisors in barrier
analysis efforts, CDEECOs/DEEQOs,

July, 2011: Plan and schedule barrier analysis training at the activity level, CDEEQOs.

3/30/2011, 7/1/2011

Deploy eVersity for data/trend analysis when available from Navy. Shars barrier
analysis results.

9/15/2012

Each quarter repart progress during briefs with commandars/commanding officers.

Each quarter commencing January 2012

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TC OBJECTIVE:

Progtielle ornpledend SE PR S conduchof sepnfcant Deo e atabysis ond Driefesd setnon lecaderbap Thaeee 00 sunement for tHie
Avpdivpeeeat b eVes sy citrend analysisowbennt becemos oeaifalle and scheduling of more barien analyses laingg which s

ddree ey Pary D2 ITEM A
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DEPARTMENT OF THE NAVY

EEO PLAN TO ATTAIN THE ESSENTIAL ELEMENTS OF AN INDIVIDUALS WITH TARGETED DISABILITIES PROGRAM

PART J-2 ITEM 4
COMMAND/ACTIVITY: Naval Facilities Engineering Command FY-2013
STATEMENT OF
IWTD PROGRAM NAVFAC does not have a separale budget to fund requests for reasonable accommedations (RA) that
DEFICIENCY: are not provide by the Computer/Electronic Accommeodations Program (CAP).
OBJECTIVE: Establish a separate budget for funding (RA) requests and deploy.
RESPONSIBLE Commanders, Commanding Officers, Command Deputy EEQ Officer, Deputy EEO Officers, and PRP
OFFICIAL(S): Managers, TF Director and Business Directorate
DATE CBJECTIVE
INITIATED: 10/1/2012
TARGET DATE FOR
COMPLETION OF
QOBJEGCTIVE: 9/30/2013

TARGET DATE

PLANNED ACTIVITIES TOWARD COMPLETION OF OBJECTIVE: (MUST BE SPECIFIC)
Identify budget requirements with TF Director and Business Directorate. 3/31/2013
Establish a budget for funding RA requests and update NAVFAC BMS RA process to reflect change. 6/30/2013
Disseminate information fo the work force regarding the RA budget and establish a process for identifying
improvements and process changes and deploy eVarsity for dataftrend analysis when it becomes
availablg in FY 13. 8/30/2013

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE:
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DEPARTMENT OF THE NAVY

EEO PLAN TO ATTAIN THE ESSENTIAL ELEMENTS OF AN INDIVIDUALS WITH TARGETED INSABILITIES PROGRAM

PART J-2 ITEM 5

COMMAND/ACTIVITY: Naval Facilities Enginesring Command FY-2013
STATEMENT OF
WTD PROGRAM
DEFICIENCY: Lack of commitment to create/turther employment opportunities for IWTDs within NAVFAC.
OBJECTIVE: Increase participation rates of IWTDs (2%) in the worldorce.
RESPONSIBLE Commandgers, Commanding Officers, SES, other senior leadership, Deputy EEO Officers and PRP
OFFICIAL(S): Managers
DATE OBJECTIVE
INITIATED: 10/1/2012
TARGET DATE FOR
COMPLETION OF
OBJECTIVE: 9/30/2015
Increase training initiatives to decrease attitudinal barriers and to dispel myths regarding the employment
and retention of IWTD and deploy to the work force. 3/30/2013
Conduct an analysis of current “NAVFAC First” internal recruitment process. 6/30/2013
Resurvey the work force requesting voluntary seff-identification of a disability using Standard Form (SF)
256 9/30/2013
Solicit input from major commands on how to set realistic numeric hiring geals for individuals with
disabilities and IWTD and establish and deploy an action plan.

9/30/2015

REPORT OF ACCOMPLISHMENTS and MODIFICATIONS TO OBJECTIVE:
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DEPARTMENT OF THE NAVY
WORKFORCE ANALYSIS OF INDIVIDUALS WITH TARGETED DISABILITIES

PART J-3

COMMAND/ACTIVITY: Naval Facilities Engineering Command FY-2012

Section 1: Provide a brief narrative summary of the analysis of the command’s/activity’s IWTD
overall workforce as compared to the previous year, e.g., did the IWTD overall workforce numbers
increase or decrease from the previous year.

In FY 11, NAVFAC IWTDs had a participation rate of 111 or 0.66% of the work force. In FY 12,
IWTDs was 110 or 0.68% of the work force, an increase in the differential rate of 0.09% as
compared to FY 11.

Section 2: Provide a brief narrative summary of the analysis of the command’s/activity’s IWTD
workforce by occupations groups, e.g., what is the participation rate of IWTD in the different
occupational groups in comparison to their representation in the overall workforce.

IWTDs represent 110 (0.68%) of the work force. The Officials & Managers are at 25 (0.46%),
Professionals at 20 or (0.52%), Technicians at 9 (0.65%), Office Administrative 19 (2.34%), Craft
Workers 29 (0.71%), Operative 7 (1.21%) and Laborers & Helpers 1 (1.16%). While some of the
above occupations (Operatives, Laborers and Helpers and Office Administrators) have higher
participation rates, the other occupational groups show lower participation rates indicating a need
to continue targeting potential applicants with disabilities and IWTDs.

Section 3: Provide a brief narrative summary of the analysis of the command’s/activity’s IWTD
workforce by grade levels, i.e., NSPS, GS, WG, Demo, e.g., what is the participation rate of IWTD
in the different grade groups in comparison to their representation in the overall workforce.

IWTD make up the following:

SES 1 (12.5%)

GS-15 1 (0.5%) WG-12 1 (1.2%)
GS-14 1(0.2%) WG-11 1 (0.2%)
GS-13 6 (0.3%) WG-10 18 (0.7%)
GS-12 21 (0.5%) WG9 8(1.3%)
GS-11 10 (0.6%) WG-8 1(0.1%)
GS-9 10 (1.2%) WG-7 2(0.8%)
GS-7 4 (0.8%) WG-6 3(2.7%)
GS-6 5(3.6%) WG-5 5(2.8%)
GS-5 6 (4.0%) WG-3  1(1.8%)
GS-4 5 (4.6%)
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While overall participation rates have increased there is a need for continued recruitment and
retention of individuals with disabilities and IWTDs at all levels.

Section 4: Provide a brief narrative summary of the analysis of the command’s/activity’s IWTD
workforce by major occupations, e.g., what is the participation rate of IWTD in the major
occupations.

Program Analyst (343) 4 (0.8%)
General Engineer (808) 2 (0.3%)
Engineering Technician (802) 5 (0.4%)
Environmental Engineer (819) 1 (0.2%)
Mechanical Engineer (830) 4 (0.9%)
Contract Surveillance (1101) 2 (0.4%)
Contract Specialist {1102) 4 (0.4%)
IT Specialist (2210) 5(1.3%)
Electrician (2805) 2 (0.5%)
Pipefitter (4204) 2 (0.6%)
Maintenance Worker (4749) 5(1.2%)
AC Mechanic 2 (0.6%)

A review of the participation of IWTD in NAVFAC’s major occupations reveals low participation
rates in all categories. The figures depicted highlight the need for NAVFAC to continue aggressive
pursuit of IWTD in all categories of hiring. Targeting all disabled, especially IWTD, for hire into
the NAVFAC intern Program, the NCIP, and Command apprenticeship programs will increase
entry level employees in these professional and skilled trade fields.

Section 5: Provide a brief narrative summary of the analysis of the command’s/activity’s applicant
flow data for major occupations specific to IWTD, e.g., is the applicant pool sufficiently diverse to
include IWTD.

Currently, the Navy-wide system does not provide applicant data by major occupations. Navy is
developing a system to track this type of information but no target date for deployment has been
provided. All Command analysis must be gathered and tracked manually. The Command is
implementing a Corporate Recruiting Resume Tool that will assist in gathering data for all minority
categories including applicants with disabilities.

Section 6: Provide a brief narrative summary of the analysis of the command’s/activity’s IWTD
accessions, e.g., number of accessions, numbers of accessions by series/occupational groups,
compare accession rate to separation rate, use of Schedule A appointments.

Accessions indicate 3 (0.44%) IWTD were hired in FY 12. There were 7 (2.18%) voluntary
separations and one in-voluntary separation in FY 12.
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Section 7: Provide a brief narrative summary of the analysis of the command’s/activity’'s IWTD
selection rate for merit promotions for major occupations e.g., number of IWTD selections, is there
a sufficient number of IWTD applying for these positions.

Currently, the Navy-wide system does not provide disability selection data by major occupations.
Navy is developing a system to track this type of information but no date is available when it wili
be deployed. At this time, it is not possible to determine which, if any applicants on a certificate
are disabled.

Section 8: Provide a brief narrative summary of the analysis of the participation rate of IWTD for
the command’s/activity’s career development/training programs, e.g., identify different career
development programs, IWTD application/participation rates.

The Command uses the intern hiring authority in conjunction with the Professional Development
Program (PDC), Financial Management Intern Program, and National Acquisition Intern Program
as their main career development programs. Employees do not always self-identify their disability,
making accurate reporting of employees with disabilities and IWTD inaccurate.

Section 9: Provide a brief narrative summary of the analysis of the participation rate of IWTD with
respect to employee recognition and rewards, €.g., how do IWTD fare in the receipt of awards
when compared with their representation in the workforce.

IWTD received 0.45% of Time-Off Awards and 0.68% of Cash Awards from 100-500 dollars and
0.35% of Cash Awards from 501 dollars and up. The difference in average award amounts for
IWTD were statistically insigniftcant, indicating that awards were equally distributed between
IWTD and the workforce.

Section 10: Provide a brief narrative summary of the analysis of the separation rate of IWTD, e.g.,
is the separation rate for IWTD higher than the ratio for employees with no disabilities, is the
IWTD separation rate higher than their accessions.

Overall there were 8 separations for IWTD and that represents 1.82 % of all separations. The
accession rate was lower than the separation rate and the rate of separation was significantly lower
than employees with no disability.
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Section 11: Provide a brief narrative summary of the analysis of the command’s/activity’s
recruitment efforts, e.g., have these efforts resulted in a sufficiently diverse applicant pool to
include IWTD.

NAVFAC has launched several initiatives at Echelon III and IV Commands to promote vacancies
at the Hire-Disability website. Hire-Disability is the fastest growing employment site for people
with disabilities. Hire Disability Solutions is also the Employment Resource for Vet Success, The
National M.S. Society, The Amputee Coalition and The Spinal Cord Injury Association.

NAVFAC has continued to use the Workforce Recruitment Program (WRP) for college students
with Disabilities for summer employment to create a pipeline for future employment opportunities
through the Student Temporary Employment Program (STEP). This program has resulted in
several full time hires. This program continues to grow.

NAVFAC has developed a network with Navy Human Resource Organizations (HROs) and the
other SYSCOMS nationwide to hire Wounded Warriors (veterans with at least 30% disability)
through the dissemination of Wounded Warriors listings of Schedule A qualified veterans.

Other Reviews: Identify and provide a brief narrative summary of other employment processes
that were reviewed and analyzed.

NAVFAC managers have been directed to review their positions to identify those that can
accommodate persons with disabilities and to review each recruitment opportunity/disabled
applicant to determine opportunity for placement. NAVFAC’s new Corporate electronic
Recruiting Resume Tool will enable hiring managers and HR professionals to search for qualified
applicants with Disabilities.

NAVFAC’s has reviewed processes that will facilitate sharing of applicant data in order to hire
IWTD for NAVFAC’s career development programs to expand the recruitment and visibility of
IWTD. The Command is continuing to analyze employment processes that may act as a barrier to
IWTD including the type of certificates requested for filling vacancies to ensure that Schedule A is
included.
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DEPARTMENT OF THE NAVY

STRATEGIES AND ACTIVITIES UNDERTAKEN TO MAINTAIN A SPECIAL
PROGRAM FOR THE RECRUITMENT, EMPLOYMENT AND
ADVANCEMENT OF INDIVIDUALS WITH TARGETED DISABILITIES

PART J-4

COMMAND/ACTIVITY: Naval Facilities Engineering
Command FY-2012

Section 1: Describe the command'sfactivity's special recruitment program and plan for IWTD, e.g. how
and where recruitment executed, what are the expected resuits of these efforts, are recruiters provided a
copy of the plan, describe progress of program/plan compared to the previous reporting period(s).

NAVFAC has launched several initiatives at Echelon III and IV Commands to promote
vacancies at the Hire-Disability website. Hire-Disability is the fastest growing
employment site for people with disabilities. Hire Disability Solutions is also the
Employment Resource for Vet Success, The National M.S. Society, The Amputee
Coalition and The Spinal Cord Injury Association.

NAVFAC has continued to use the Workforce Recruitment Program (WRP) for
College students with Disabilities for summer employment to create a pipeline for
future employment opportunities through the Student Temporary Employment
Program (STEP).

NAVFAC has developed a network with Navy Human Resource Organizations
(HROs) and the other SYSCOMS nationwide to hire Wounded Warriors (veterans with
at least 30% disability) through the dissemination of Wounded Warriors listings of
Schedule A qualified veterans.

The Special Emphasis Disability Program Managers identified initiatives to increase
participation and retention rates of Wounded Warriors in the NAVFAC work force.

Section 2: Describe the command 's/activity's special employment program and plan for IWTD, e.g.

what special hiring authorities will be used, what are the expected results of employment efforts,

description of the command's/activity's plan to achieve the DON goal of an IWTD workforce

representation of at least 2%, how is the plan communicated to selecting officials, describe progress of
rogram/plan compared to the previous reporting periad(s).

NAVFAC managers have been directed to review their positions to identify those that
can accommodate persons with disabilities and to review each recruitment
opportunity/disabled applicant to determine opportunity for placement. NAVFAC’s
new Corporate electronic Recruiting Resume Tool will enable hiring managers and HR
professionals to search for qualified applicants with Disabilities.
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Section 3: Describe the command's/activity's special advancement program and plan for IWTD, e.g.
how will IWTD be placed in such a way to improve possibilities for carcer development, what is the
plan for the promotion of IWTD, how is the plan communicated to supervisors/managers, describe

| progress of program/plan compared to the previous reporting period(s).

NAVFAC has reviewed processes that will facilitate sharing of applicant data in order
to hire IWTDs for NAVFAC’s career development programs to expand recruitment
and visibility of IWTD. The Command is continuing to analyze employment processes
that may act as a barrier to IWTD including the type of certificates requested for filling
vacancies to ensure that Schedule A is included.
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Naval Facilities Engineering Command (NAVFAC)
Report on Hispanic Employment
Fiscal Year 2012

As a result of the low participation rates of Hispanic males/females in the Federal civilian
workforce, Executive Order 13171, dated October 12, 2000 directed the establishment and
maintenance of a program for the recruitment and career development of Hispanics. Over
the last several years, the participation rate of Hispanic males/females in the Department of
the Navy (DON) workforce has shown a slow but steady increase. However, their overall
participation rate remains low when compared to their availability in the Census Bureau
National Civilian Labor Force (NCLF). SECNAVINST 12720.8A, dated August 28, 2002
implements the DON policy for the establishment of a civilian Hispanic Employment
Program (HEP) superseding SECNAVINST 1270.8.

The Naval Facilities Engineering Command (NAVFAC) FY 12 Report on Hispanic
Employment is comprised of programs and initiatives from Headquarters (HQ) as well as
Echelon III and IV commands located throughout the worid. The NAVFAC HQ Total
Force (TF) EEO/Diversity Office was established in August 2006 and expanded in 2007 to
include an additional staff member to support NAVFAC diversity efforts. The TF
EEO/Diversity Office continues to identify opportunities for implementing and maintaining
a Hispanic Employment Program Plan that incorporates the Chief of Naval Operations
(CNO) strategic diversity initiatives and aligns with the objectives of the Equal
Employment Opportunity Commission’s (EEOC) Model Equal Employment Opportunity
Program.

In comparing FY 11 and FY 12, Hispanic participation rates for NAVFAC remained at
5.7%, which is below the CLF of 10.7%. In FY 11, the Hispanic population was 953 and
in FY 12 the Hispanic population was 932 which represents a decrease of 21 employees as
compared to FY 11. Hispanic participation rates in NAVFAC are listed below.

Command # of Hispanic % of Workforce
NAVFAC HQ 22 5.17%
NAVFAC WASH 49 3.36%
NAVFAC MW 14 1.63%
NAVFAC MIDLANT 62 1.80%
NAVFAC NW 28 3.03%
NA YFAC LANT 13 2.72%
NAVFAC SW 386 11.78%
NAVFAC HI 41 3.04%
NFELC 82 18.14%
NAVFAC PAC 3 0.76 %
NFESC 60 13.13%
NAVFAC SE 137 8.06%
NCC 4 5.00%
NAVFAC EURAFSWA 14 6.08%
NAVFACFE 5 2.72%
NAVFAC MARIANAS 9 1.68%
NFI 3 8.82%



The NAVFAC FY 12 Report on Hispanic Employment outlines strategic human capital
strategies and practices in the following areas: Community Qutreach, Recruitment,
Career Development, and Accountability. NAVFAC is committed to building and
sustaining a skilled, knowledgeable, high performing, and diverse workforce that reflects
America’s diversity.

Community Qutreach:

Supporting and implementing the White House initiative on educational excellence
for Hispanic Americans; providing information on Federal employment opportunities
to students, facuity, and the Hispanic community; promoting the agency/the Federal
Government as “Employer of Choice.”

Throughout NAVFAC, there was high participation at numerous job fairs at various
colleges and universities and other venues with high Hispanic populations to disseminate
information regarding employment opportunities with the DON and the Federal
government. Qutreach efforts included providing information to students and faculty
regarding the DON and current vacancies and information on how to apply for DON
positions through USAJOBS. Navy Facilities Expeditionary Logistics Center (NFELC)
participated in the 4™ Annual Ventura County Economic Development job fair, NAVFAC
Pacific (PAC) and Hawaii (HI) participated at the University of Hawaii and Honolulu.
NAVFAC South West (SW) was represented at Southwestern Community College, San
Diego Community College, Cuyamac Community College and the University of
California, San Diego.

NAVFAC SW partners with several different organizations tc implement procedures to
increase outreach and recruiting initiatives. Information regarding the Apprentice Program
was disseminated to numerous high schools and colleges within Southern California which
resulted in a large pool of applicants. Of the applicants, 123 (12%) were Hispanic.
Applicants were required to take the Office of Personnel Management (OPM) Apprentice
Test and of those that took the exam 63% were Hispanic and two positions were filled by
Hispanics, an 8% result.

NAVFAC Mid Atlantic (MIDLANT) attended one of the largest gatherings of
Hispanic/Latino professionals and community members to extend employment
opportunities to a fast growing Hispanic population.

Many Commands established relationships with the National Organization of Mexican
American Rights (NOMAR), Federally Employed Women (FEW), Blacks in Government
(BIG), Federal Asian Pacific American Council Southwest (FAPACSW) and the North
Island Hispanic Association (NIHA).

NAVFAC Mid West (MW) hosted an open house meeting and tour for the Society of
Hispanic Professional Engineers (SHPE) from the University of Illinois. The purpose of
this event was to disseminate information about employment opportunities with the DON.
They also attended eight job fairs throughout the FY to disseminate information about
employment opportunities with the Navy. They promoted the strengths of government
employment by utilizing NAVFAC Career Opportunity Brief.



Recruitment:

Using student educational employment programs and internships (e.g.., Student
Career Experience Program, Student Temporary Employment Program, Federal
Career Intern Program) to ensure Federal employment opportunities are extended to
a broad array of sources for entry-level positions; Using the Presidential Management
Fellows (PMF) program for recruiting and advancing graduate and professional
school graduates, including Hispanics; Participating in intern programs to recruit
new talent directly.

Navy Crane Center (NCC), an Echelon III Command supports the White House Initiative
on Education Excellence for Hispanic American’s by providing information on Federal
employment opportunities through the HRO Workforce Diversity Department (WFD).
Their continued involvement in community organizations and boards such as IMAGE, Inc,
the Philadelphia Federal Executive Board, Partners in Equality (FEB PIE ) council and a
host of other organizations that support minority involvement and recruitment for the
intended purpose of increasing Hispanic employment through promotion of Federal
employment opportunities.

NAVFAC Washington (WASH) has deployed initiatives throughout their command that
reinforces their commitment to increasing the recruitment and retention of Hispanic
engineering students at local colleges and universities. As a result, several out of state
students were recruited to fill vacant positions.

NAVFAC South East (SE) established a recruiting calendar to schedule upcoming
recruiting events. A diverse team of employees extended efforts at these events to enhance
the teams’ visibility and technological advancements to attract Hispanic applicants. The
Hispanic Engineering Science and Technology (HESTEC) week was included in their
schedule. The HESTEC week is organized by the University of Texas-Pan American one
of the country’s top Hispanic serving institutions in conjunction with the Office of
Congressman Ruben Hinojosa. This innovative program was created to address the critical
shortage of scientists and engineers. HESTEC has become a model for promoting Science,
Technology, Engineering and Math (STEM) careers among south Texas students who are
predominately Hispanics.

NAVFAC (HI) has five student trainees participating in the Student Career Experience
Program (SCEP) in various trades with one identified as Hispanic.

NAVFAC noted increases in Hispanic participation in the following career fields. In the
Program Analyst series, NAVFAC has a 5.2% participation rate of Hispanic females which
is above the CLF of 1.6%. In the General Engineer series, Hispanic males had a
participation rate of 4.8% which is above the CLF of 3.2%. In the Architect series,
Hispanic females had a participation rate of 1.7% which is above the CLF of 1.3%. In the
Civil Engineer series, Hispanic males had a participation rate of 4.6% which is above the
CLF of 3.7%. In the Mechanical Engineer series, Hispanic males had a participation rate
of 4.2% which is above the CLF of 3.1% and in the IT series, Hispanic females had a
participation rate of 3.6% which is above the CLF of 1.6%.

In the occupational categories, NAVFAC noted increases in the Executive/Senior Level
(Grades 15 and above). There were a total of 8 Hispanic males in FY 12 as compared to a
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total of 7 Hispanic males in FY 11. At the Mid-level (Grades 13-14), there were a total of
40 Hispanic males in FY 12 as compared to 38 Hispanic males in FY 11 and 27 Hispanic
females in FY 12 as compared to 22 Hispanic females in FY 11.

During FY 12, NAVFAC’s servicing HRO Navy Region Hawaii (NRH) office recruited
and selected apprentices and engineers. Out of the apprentices recruited, thirteen (11.4%)
self-identified as Hispanic which was almost double the Hispanic CLF in Hawaii.

NAVFAC Far East (FE) invited interns from other NAVFAC commands with diverse
backgrounds to perform rotational assignments in their respective programs at
NAVFAC FE.

NAVFAC SW noted increases in participation rates of Hispanics in their Student
Temporary Employment Program (STEP) during the FY. The STEP Competitive process
yielded a total of 287 applicants of which 26 were Hispanic (9%). There were a total of 22
vacancies and one position was filled by a Hispanic,

Career Development:

Promoting participation of all employees in management, leadership and career
development programs; developing mentoring programs to motivate young people to
pursue higher education and careers with the Federal government

A NAVFAC SW employee was nominated and selected for the prestigious 2012 Society
of Mexican American Engineers and Scientists (MAES) Award. This award serves as an
inspiration for future Hispanic students to pursue careers in the field of science and
engineering. The Brillante Award is one of eleven categories of the MAES award.

NAVFAC SE has a robust intern program of 38 employees. Quarterly rotational
assignments and field visits develop a thorough understanding of Command mission,
promote professional development and enhance team building. They also have 12
participants in the Leadership Development Program which assigns mentors to participants.

NFELC interns participate in a three year program and are monitored and mentored by
managers. They reinvigorated their mentoring program by conducting training for
volunteers to mentor workforce members. A database was established that matches
mentors and employees.

All NAVFAC employees are required to complete an electronic Individual Development
Plan (eIDP). The eIDP covers three years and outlines formal training, education, and
development assignments to assist employee in career development. In addition,

NAVFAC Community Managers publish plans clearly outlining the competencies required
for entry, mid-level and senior employees. The plans provide suggested training and
developmental assignments to assist employees in obtaining these skills.

NAVFAC sponsors and supports the Leadership Development Program as well as the
Executive Leadership Development Program, Civilian Career Leadership Development and
Defense Leadership and Management Programs.



NAVFAC currently sponsors a Mentoring Program across NAVFAC. Many NAVFAC
Commands support mentorship programs to assist employees throughout all levels of their
career. NAVFAC reimburses for college/university tuition to encourage advanced
education for all employees.

NAVFAC HI offers an internal one year career enhancement program called Employee
Development Program for non-supervisory employees who desire training and
developmental experiences to broaden their understanding of other functions at

NAVFAC HI and gain an understanding of roles and responsibilities as supervisors and
leaders. They have seven employees participating in the Employee Development Program.
One Hispanic male was also selected for the Pacific Leadership Academy.

NAVFAC SW deployed the 2012 DON Leadership Training Seminar sponsored by the
Advisory Council on Hispanic Employment (ACHE) and the AD Hoc African American
Senior Executive Committee to their workforce.

Accountability:

Accountability includes senior executives and managers involvement in all phases of
recruitment, outreach, and retention of a high-quality workforce drawn from the
diversity of the nation. These human capital responsibilities are linked to the
performance of managers and supervisors; Ensuring that agency managers and
supervisors receive periodic diversity training to carry out their human capital
responsibilities.

NAVFAC senior leadership communicates a strong commitment for diversity to all
managers and supervisors in all human resource processes for recruitment, training and
diversity to meet and sustain the operations and missions of the Command. Part of the
EEO strategy this fiscal year included increasing emphasis on leadership and management
accountability. This encompassed management training and awareness as well as
integrating EEO principles into all human resource management decisions particularly in
the areas of recruiting, hiring and retention. Annual training was given to all managers by
local HROs to develop and increase awareness of the responsibility to obtain and maintain
a diverse workforce.

NAVFAC HQ established an Equal Employment Opportunity Advisory Committee
(HQEEOAC) with a draft written charter to involve Senior Executive Service (SES)
champions, supervisors, managers and stakeholders in the barrier analysis of the annual
Management Directive 715 (MD-715) Report. NAVFAC HQEEOAC operates under the
leadership of the Executive Director and the guidance of NAVFAC Command Deputy
Equal Employment Opportunity Officer for the Commander, Naval Facilities Engineering
Command. The HQEEOAC is responsible for promoting EEO and diversity in the
workplace and for developing strategies and recommendations for management of equality
and diversity across the HQ Command. The HQEEOAC identifies barriers and develops
strategies and initiatives to remove barriers that impede diversity in the workforce. The
goal of this team is to create a barrier-free work environment that enables qualified
applicants and employees the freedom to compete and grow to the fullest extent.



NAVFAC HQ and SW recruited and appointed Hispanic Employment Program Managers
(HEPMs) as a collateral duty assignment. Two HEPM’s are designated for this collateral
duty assignment.

Support of diversity is part of the annual evaluation and performance appraisal process.
Managers are rated on how well they demonstrate a commitment to diversity of the
workforce. Commands track diversity statistics to determine whether goals are being met
and improvements made. Included in every NAVFAC supervisory performance plan is a
critical element to effectively attract and retain a high-caliber workforce and respond in a
responsible and timely manner on all aspects of the recruitment and hiring process. The
element also includes the requirement to follow all Equal Employment Opportunity (EEO)
principles and promptly address allegations of discrimination, harassment, and retaliation.

As an illustration of NAVFAC's commitment and accountability to achieving a Model
EEQ Program, SES Champions were appointed for the Hispanic Employment Program.
The major objective is to increase the employment of Hispanics. These senior leaders meet
monthly and are given the responsibility and accountability for participating in their
respective Special Emphasis Program (SEF).

The Command's Model EEO Program includes senior leadership involvement at each level
in the enterprise in the analysis and monitoring of individual activity plans and barrier
analysis of low participation rates for all identified groups. NAVFAC HQ continues to
review the command action plans to determine root causes of low participation rates and
develop corrective actions.

NAVFAC has a Joint Special Emphasis Programs/Diversity Event Committee at HQ with
the Office of the Judge Advocate General (OJAG). In addition, various NAVFAC
commands have similar committees to address and support Hispanic and other special
emphasis programs to promote diversity and inclusion.

NAVFAC briefed leaders and managers on the importance of the MD - 715 reporting
requirements and the importance of evaluating demographics and barriers within their AOR
and provide reoccurring updates to the Executive Steering Committee on actions taken to
eliminate barriers and improve outreach efforts and underrepresentation of Hispanics in the
workforce.
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